
Now’s the Time:
Scalable Strategies for Transforming 
Professional Learning





Executive Summary   

Transforming Practice in Lean Times 

Strategic Human Capital Management

Investing in Effective Teachers and Leaders 

The Online Advantage 

The KDS Solution 

 

Effective, Scalable, Efficient Solutions

Conclusion 

Bibliography

1

2

3

4

5

6

	

11

12

13

• Chain	of	Evidence	

• Facilitator’s	Guides	
	

• eClassroom	Learning	Platform	 	

• System	Access	 	

• Resources	 	

• Community	of	Learners	
	

• Features	 	

• Administrative	Tools

Table of ConTenTs





1

Despite	the	$100	billion	unprecedented	infusion	of	federal	cash,	one	thought	is	etched	into	the	mind	of	
every	state	and	local	education	policymaker:	How do we leverage these dollars to support innovative and 
transformational practices now	while	ensuring	the	impact	will	last	long	after	the	dollars	are	gone? States	
and	districts	are	bracing	for	the	budget	crunch	resulting	when	the	up	to	$100	billion	ARRA	funds	run	out	
starting	later	this	year.	And	because	the	money	is	temporary,	it	can	not	be	put	towards	anything	that	is	
not	sustainable.	Consequently,	state	and	local	leaders	are	seizing	this	opportunity	to	spend	these		
one-shot	dollars	on	sustainable	programs	and	resources.

Widespread	and	urgent	demands	to	improve	student	achievement	exist	in	many	of	our	nation’s	schools,	
particularly	those	large	urban	districts	with	significant	concentrations	of	students	from	low-income,	
second	language	learners,	and	minority	backgrounds.	While	attempting	to	reshape	educational	systems,	
districts	realize	that	talent	management	is	critical	but	must	tackle	significant	challenges	in	recruiting,	
supporting,	and	retaining	effective	staff.

Repeatedly,	national	studies	assert	that	strong	teachers	and	leaders	with	access	to	effective	professional	
development	distinguishes	high-performing,	high-poverty	schools	from	their	lower-performing	
counterparts.	Also,	research	suggests	that	the	choice	is	no	longer	whether	face-to-face	or	online	
experiences	are	more	effective;	well-designed	programs	can	leverage	the	power	of	each	modality,	
creating	results	that	neither	approach	could	achieve	alone.	Given	the	amount	of	resources	expended	on	
human	capital	both	in	terms	of	personnel	dollars	and	professional	development	dollars,	districts	must	
work	to	establish	highly-effective	professional	development	systems	focused	on	delivering	quality	training	
aligned	to	crucial	competencies	and	skills.	 	

KDS	assembles	suites	of	dynamic	learning	experiences	with	national	experts,	essential	data	collection,	 	
and	reporting	tools	for	coaches/facilitators/district	leaders	to	target	support	and	mentoring	activities.	 	
In	conjunction	with	comprehensive	professional	development	and	online	professional	collaboration	 	
forums,	KDS	is	spearheading	the	use	of	portable	observation	and	appraisal	tools	that	assist	evaluators	 	
in	collecting	evidence	of	practice,	analyzing	data,	and	making	decisions	that	lead	to	instructional	 	
improvement.	KDS	has	incorporated	a	cost	efficient,	powerful	suite	of	tools	and	processes,	aligned	to	
teacher	competencies,	performance	indicators,	and	standards,	to	ensure	that	what	is	being	learned	in	 	
professional	development	courses	is	being	applied	with	fidelity	in	classrooms.	

KDS	courses	and	evaluation	tools	offer	solid	return	on	investment	(ROI),	unparalleled	scalability,	and	
online	accessibility	while	preserving	the	integrity	of	the	content,	enabling	participants	to	reap	the	benefits	
from	the	professional	learning	experience,	implement	change,	transform	student	learning,	and	turn-
around	struggling	schools.

ExEcutivE Summary
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On	February	17th,	2009,	President	Obama	signed	the	historic	$787	billion	economic	recovery	package	representing	
an	extraordinary	effort	to	jumpstart	the	economy.	As	of	January	30,	2010,	over	$69	billion	in	American	Recovery	and	
Reinvestment	Act	(ARRA)	grants	have	been	awarded;	a	total	of	approximately	400,000	jobs	were	retained	or	created	
through	this	funding—over	300,000	of	them	education	jobs	for	teachers,	principals,	librarians,	and	counselors.	
	
Race	to	the	Top	is	a	$4.35	billion	effort	designed	to	dramatically	re-shape	America’s	educational	system,	through	the	
following:

On	March	10,	2010,	U.S.	Secretary	of	Education	Arne	Duncan	announced	the	$650	million	Investing	in		
Innovation	Fund	(i3)	supporting	the	development	of	path-breaking	new	ideas,	the	validation	of	approaches	that	
have	demonstrated	promise,	and	the	scale-up	of	the	nation’s	most	successful	and	proven	education	innovations.	
Additionally,	through	the	ARRA	and	the	fiscal	2009	and	fiscal	2010	budgets,	the	department	will	make	$5	billion	
available	to	states	to	turn	around	their	lowest-performing	schools.

States	and	districts	are	bracing	for	the	budget	crunch	resulting	when	the	up	to	$100	billion	ARRA	funds	run	out	
starting	later	this	year.		Aware	that	the	fiscal	picture	in	most	states	will	remain	bleak,	many	K-12	organizations	are	
leery	of	adding	new	staff	unless	they	can	realistically	pay	for	the	new	personnel	after	the	stimulus	dollars	go	away.	
States	and	districts	are	required	to	spend	this	significant	boost	in	federal	funding	-	millions	of	dollars	in	some	cases	
-	on	a	very	tight	time	frame.	And,	of	course,	it	all	has	to	tie	back	to	the	goals	of	raising	student	achievement	and	
increasing	the	effectiveness	of	teachers	and	school	leaders.	

As	a	result,	state	and	local	leaders	must	seize	this	opportunity	to	innovate,	re-think	old	paradigms,	and	explore	more	
efficient	and	effective	methods	to	turnaround	struggling	schools.	Leaders	must	seek	ways	to	spend	these	one-shot	
dollars	on	sustainable	programs	and	resources	and	to	identify	one-time	expenditures	that	will	have	an	impact	long	
past	the	federal	windfall	funding.	These	ARRA	dollars	provide	leaders	with	lots	of	opportunities	to	try	new	things	in	
order	to	transform	educational	practices	for	leaner	times	ahead.

tranSforming PracticE in LEan timES 

• 	Build	a	workforce	of	highly	effective	educators

• 	Create	educational	data	systems	to	support	student	achievement	

• 	Turn	around	their	lowest-performing	schools

• 	Better	engage	and	prepare	our	students	for	success	in	a	competitive	
	21st	century	economy	and	work-place	

• 	Extend	reforms	using	college	and	career-ready	standards	and	assessments
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Widespread	and	urgent	demands	to	improve	student	achievement	exist	in	many	of	our	nation’s	schools,	
particularly	large	urban	districts	with	significant	concentrations	of	students	from	low-income,	second	
language	learners,	and	minority	backgrounds.	Producing	large-scale	and	genuine	student	achievement	
improvements	in	these	districts	is	an	arduous	educational	challenge.	In	order	to	transform	school	cultures	
and	ensure	that	students	attain	high-academic	achievement,	preparation	for	college,	and	readiness	
for	careers,	districts	identify	strategies,	policies,	and	practices	to	retain	and	support	top	teaching	and	
leadership	talent	(Odden,	2008).		On	average,	districts	spend	80%-85%	of	the	total	budget	on	staff	
(human	capital),	the	largest	single	district	expense	representing	the	most	direct	interaction	with	an	
impact	on	student	learning.	 		

While	attempting	to	reshape	educational	systems	through	recruitment,	employment,	and	retention	of	
effective	teachers,	districts	must	tackle:

StratEgic Human caPitaL managEmEnt

• 	High	attrition	among	novice	teachers:
										-1	in	3	teachers	leave	the	profession	within	the	first	3	years
										-1	in	2	teachers	leave	the	profession	within	the	first	5	years	

• 	Huge	numbers	of	experienced	teachers	exiting	the	profession	annually:
										-17%	leave	their	positions	
										-21%	in	high-poverty	districts	leave	their	positions	
										-5%	transfer	
										-10%	resign	or	retire

• 	Increased	state	and	local	requirements	for	smaller	class-size		

• 	Obsolete	salary	schedules	that	do	not	address	high-need	areas,		
	urban	school	assignments,	accountability,	or	recognition	of	excellence
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invESting in EffEctivE tEacHErS & LEadEr

To	combat	the	challenges	of,	induction,	mentoring,	professional	
development,	and	ongoing	support	have	been	lauded	as	successful	
strategies	to	retain	and	support	teachers.		Repeatedly,	national	studies	
assert	that	effective	professional	development	is	what	distinguishes	high-
performing,	high-poverty	schools	from	their	lower-performing	counterparts.	
For	years,	low-performing	schools	have	been	required	to	set	aside	10%	
of	their	federally	funded	Title	1	dollars	forprofessional	development.	To	
satisfy	Title	1	turnaround	and	the	transformation	model	requirements,	
districts	have	poured	money	into	programs	and	actions	that	may	not	align	
to	strategic	goals,	are	not	scalable	to	all	staff,	are	not	targeted	to	teachers	
competencies	and	do	not	transform	practice	–	thus	they	do	not	significantly	
improve	student	outcomes.	Similarly,	Title	II	funding	has	resulted	in	the	
allocation	of	more	than	$3	billion	to	professional	development.		While	the	
national	investment	in	professional	development	equates	to	$12 billion 
annually	–	as	a	system,	there	is	little	proof	to	demonstrate	these	dollars	are	
being	well	spent.	Michael	Fullan	(2007a)	argues	that	most	approaches	to	
instructional	improvement	are	rarely	“powerful	enough,	specific	enough,	or	
sustained	enough	to	alter	the	culture	of	the	classroom	and	school”	(p.	35).		Professional	development	that	is	timely,	
targeted,	sustained,	in-depth,	and	delivered	by	experts	in	the	field	is	critical	to	a	school’s	success.

Traditional	professional	development	programs	require	teachers	to	be	absent	from	the	classroom	or	worse	-	schools	
to	be	shut	down	for	the	entire	day	–	despite	knowing	that	teacher	absences	from	the	classroom,	for	even	the	best	
of	reasons,	are	tied	to	a	decrease	in	student	learning.	Taking	teachers	out	of	the	classroom	to	increase	student	
achievement	and	knowing	that	teachers’	absences	will	result	in	a	decrease	in	student	learning	is	an	educational	
paradox	that	should	no	longer	be	tolerated.		Districts	often	mandate	3-5	staff	development	days	requiring	school	
closures	as	well	as	periodic	(average	5	days)	trainings	during	the	school	day	scattered	throughout	the	year.		This	
means	that	teachers	are	pulled	from	the	classroom	for	as	many	as	10	days	each	year	–	over	the	course	of	a	
student’s	K-12	career	–	with	each	child	has	losing	almost	an	entire	year	of	instruction	–	under	the	assumption	the	
teacher	will	be	“better”	when	they	return	from	the	training.		However,	a	report	by	the	National	Staff	Development	
Council,	Professional	Learning	in	the	Learning	Profession	(2009),	notes	that	most	teachers	(9	out	of	10)	in	the	
United	States	participate	in	professional	development	consisting	mostly	of	short	isolated	workshops	and	conference	
sessions.		Based	on	these	sporadic,	disconnected,	random	training	events,	teachers	testify	that	district	initiatives	are	
not	sustained	or	supported	and	that	one-shot	professional	development	does	not	change	or	improve	their	practice.				

Time	after	time,	research	concludes	that	only	high-quality,	sustained,	collaborative,	and	intensive	professional	
learning	directly	and	positively	affects	student	achievement	(SEDTA,	2008).		“It’s	time,”	declares	Linda	Darling-
Hammond,	the	principal	researcher	in	the	study,	“for	our	education	workforce	to	engage	in	learning	the	way	other	
professionals	do—continually,	collaboratively,	and	on	the	job—to	address	common	problems	and	crucial	challenges	
where	they	work.”		Given	the	amount	of	dollars	expended	on	human	capital	both	in	terms	of	personnel	dollars	and	
professional	development	dollars,	districts	must	work	to	establish	highly-effective	professional	development	systems	
for	teachers	and	administrators	focused	on	delivering	quality	training	aligned	to	crucial	competencies	and	skills.		

PD
$12 B

ITInstructional

Material

GeneralPersonnel
$238 B
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tHE onLinE advantagE

The	challenge	remains	that	districts	must	initiate	and	deliver	professional	development	programs	that:	

It	makes	sense	to	harness	technology	to	engage	educators	in	high-quality	professional	learning	integrating	
collaboration,	choice,	accountability,	and	cost-effectiveness	(SETDA,	2008,	p.	5).	Online	delivery	systems	for	
professional	development	can	improve	the	quality	of	classroom	instruction	by	offering	differentiated	learning	and	
collaborative	experiences	that	are	sustained	over	the	course	of	a	school	year,	as	well	as	allow	district	training	staff	to	
observe	and	evaluate	the	impact	of	the	professional	development	in	the	classroom/school	rather	than	redelivering	the	
same	message	over	and	over.	

Online	professional	development	provides	a	range	of	learning	opportunities	that	adhere	to	best	practices	in	adult	
learning.	In	an	online	learning	environment,	teachers	can	customize	their	professional	development	plans	and	engage	
collaboratively	with	colleagues	that	share	their	learning	needs.	Online	discussion	forums	encourage	teachers	to	interact	
meaningfully	with	one	another—even	in	informal	settings	while	at	home—which	is	a	common	feature	of	professional	
development	associated	with	positive	changes	in	classroom	practice	(Sawchuck,	2009).	

Bringing	effective	professional	development	practices	into	an	online	environment	provides	several	powerful	advantages	
that	reinforce	National	Staff	Development	Council	(NSDC)	recommendations	and	standards,	realizing	job-embedded	
professional	development	that	is	“just-enough,	just-in-time,	just-for-me.”		Research	suggests	that	the	choice	is	no	
longer	whether	face-to-face	or	online	experiences	are	more	effective;	well-designed	programs	can	leverage	the	power	
of	each	modality,	creating	results	that	neither	approach	could	achieve	alone.	

• 	Align	to	district	improvement	goals	and	teacher	competencies	

• 	Provide	depth	of	content	and	leverage	national	expertise	

• 	Scale	faster	in	large	urban	districts

• 	Promote	professional	collaboration	and	clear	classroom	practice

• 	Support	targeted	flexible	learning	based	on	adult	learning	theory

• 	Ensure	fidelity	to	research-based	instructional	strategies	to	increase	student	learning	
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By	scaling	industry	best	practices	and	developing	powerful	online	courses	in	partnership	with	nationally	recognized	
leaders,	KDS	provides	on-demand	(24	hours	a	day,	7	days	a	week)	access	to	a	wide	range	of	professional	
development	programs	on	topics	that	are	research-based	classroom	instructional	strategies	with	enhanced	online	
collaboration,	supporting	professional	learning	communities.	KDS	employs	an	award-winning	platform	that	maximizes:

KDS	assembles	suites	of	dynamic	learning	experiences	with	national	experts	and	essential	data	collection	and	
reporting	tools	as	a	means	to	scale	training.	Course	participants	engage	in	significant,rich,	and	strategic	exchanges	
with	colleagues	in	an	online	professional	learning	community.	Providing	a	high-quality,	sustainable,	consistent,	and	
multi-modal	training	program	for	educators	is	paramount	to	transformational	instructional	improvement	district-wide.	

tHE KdS SoLution

• 	Engaging	video	segments	showing	expert	lectures,	teacher	interviews,	and	panel		
	discussions,	as	well	as	classroom	models	and	best	practice	examples		

• 	Search	and	customization	features,	which	allow	for	the	identification	of	
	district/school	priorities	in	the	program	contents	

• 	Collaborative	discussions	regarding	professional	practice,	reflective	discourse,	
	and	application	of	presented	concepts	

• 	Integrated	tracking	and	reporting	capabilities	to	monitor	progress

• 	Electronic	feedback	and	follow-up	capabilities	tailored	to	the	district	in	
	support	of	mentors	and	coaches	

• 	Facilitators’	and	Study	guides	to	support	collaborative	or	group	presentations	of	the	
	course	materials

• 	Web-based	browser	interface	with	easy	navigation	and	online	tutorial	

• 	Sustainable,	scalable,	exceptional	professional	development	targeting	educator	needs,			
	leveraging	district/school	expertise,	and	retaining	fidelity	to	national	best	practices
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cHain of EvidEncE

The	goal	of	implementing	staff	development	that	improves	the	learning	of	all	participants	requires:

In	conjunction	with	comprehensive	professional	development	and	online	professional	collaboration	forums,	KDS	is	
spearheading	the	use	of	portable	observation	and	appraisal	tools	that	assist	evaluators	in	collecting	evidence	of	practice,	
analyzing	data,	and	making	decisions	that	lead	to	instructional	improvement.	These	tools	enable	coaches	and	evaluators	
to	collect	multiple	measurements	of	data,	self-assessments,	observations,	and	summative	evaluations,	that	are	linked	to	
national	standards	and	frameworks	in	order	to	create	a	personalized	professional	development	plan.	

KDS	has	incorporated	a	powerful	suite	of	tools	and	processes,	aligned	to	teacher	competencies,	performance	indicators,	
and	standards,	to	ensure	that	what	is	being	learned	in	professional	development	courses	is	being	applied	with	fidelity	in	
classrooms.	Only	in	this	way	can	the	chain	of	evidence	be	established	leading	to	continual	improvementso	that	mentors	
and	coaches	can	provide	targeted,	differentiated,	and	data-driven	support	to	struggling	teachers	or	assist	teacher	leaders	
in	excelling.	

• 	Research-based	programs	that	are	aligned	with	rigorous	state	student	academic	
	achievement	standards,	as	well	as	related	local	educational	agency	and	school		
	imment	goals

• 	A	clear	set	of	student,	teacher,	and	school	learning	goals	based	on	the	strategic	
	analysis	of	teacher	and	student	performance	data

• 	A	method	for	regularly	assessing	the	effectiveness	of	the	professional	development	
	in	achieving	identified	learning	goals,	improving	teaching,	and	assisting	all	students		
	in	meeting	challenging	state	academic	achievement	standards
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faciLitator’S guidES

Facilitator’s	guides	provide	tools	for	coaches	that	maximize	learning	experiences	for	participants	and		
accelerate	classroom	implementation	with	fidelity	and	efficacy.	Included	in	the	guides	are	course		
preparation	tools,	sequencing	activities,	reflection	prompts,	and	suggested	discussion	topics.	

EcLaSSroom LEarning PLatform

KDS	courses	are	delivered	online	in	an	easy-to-use	platform	that	is	accessible	to	learners	around	the	clock.	A	
number	of	large	districts	successfully	use	the	learning	systems,	including	New	York	City,	Chicago	Public	Schools,	and	
Clark	County,	NV.	Additionally,	KDS	provides	the	platform	and	course	content	for	numerous	colleges	of	education	
nationwide	where	educators	earn	master’s	degrees	and	graduate	credit	toward	certification	and	salary	advancement.

Critical	pedagogy	and	pragmatic	tools	for	teachers

Comprehensive	program	targeting	teachers	needs

Support	for	online	professional	learning	communities	

Forums	for	mentor/mentee	sharing	

Online	tutorial	for	formative	assessment	and	candidate	self-reflection

Facilitator’s	guide	to	accelerate	implementation	of	course	strategies	in	the	classroom

Course	are	mapped	to	competencies	and	standards

Web-based	environment	provides	fast	deployment	to	users	across	a	district	and		
allows	separate	log-ins	for	administrators,	appraisers,	mentors,	and	staff

Handheld	client	allows	portability	and	ease	of	use	for	completing	observations,		
walk-throughs,	and	evaluations

Key	Features	and	Benefits
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• Research-supported,	dynamic	video	presentations	that	engage	educators	in	professional	learning
• 
• Auto-advancing	presentation	slides	that	guide	understanding	of	the	content
• 
• A	wealth	of	printable	resources	to	support	instructional	planning	and	enhance	lessons
• 
• Active	discussion	boards	and	chat	rooms	to	facilitate	collegial	interactiong	
• 
• Tools	for	teacher	reflection	on	concepts	and	classroom	practice
• 
• Formative	and	summative	assessments	to	help	teachers	check	their	understanding
• 
• Searchable	and	printable	transcripts	of	audio	and	video	materials
• 
• Coursework	portfolio	that	profiles	learning
• 
• Administrative	tracking	tools	with	reporting	tools	
• 

Users	log	in	to	the	system	with	secure	user	names	and	passwords	granting	them	24/7	access	to		professional	
development	materials	and	resources.	The	learning	experience	is	launched	from	a	dashboard	that	includes	a	course	
list,	syllabi,	access	to	a	full-featured	discussion	forum	for	each	course,	chat	room	for	synchronous	discussion,	
coursework	portfolio,	and	a	help	tab	that	links	users	to	a	24-hour	help	desk	for	technical	assistance.	Instructions	are	
provided	for	getting	started	as	well	as	an	outline	of	the	course	topics.		

rESourcES

SyStEm accESS

Learners	can	also	access	a	resources	tab	while	viewing	the	video	presentation.	Here,	they	can	view,	download,	and	
print	lecture	notes,	the	accompanying	PowerPoint	handouts,	exemplar	lesson	plans,	germane	articles,	and	other	
documents.	

Also	in	the	eClassroom,	learners	can	take	reflective	notes	to	chronicle	their	learning,	which	are	saved		
on	the	system,	included	in	their	learning	portfolio.

Key	Features	and	Benefits
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a focuSEd community of LEarnErS

Learners	may	participate	in	discussion	forums	interacting	with	course	instructors,	facilitators,	instructional	leaders,	
mentors,	peers,	and	any	cohort	defined	by	administrators.	In	the	discussion	forum,	learners	may	respond	in	threads	
to	facilitators’	discussion	questions,	pose	their	own	questions	in	new	threads,	post	resources	and	materials,	or	start	
new	discussions	of	their	own	that	relate	to	classroom	practice	and	the	course	content.	Going	beyond	“plain	vanilla”	
social	networking	or	professional	learning	communities,	these	interactions	take	place	within	an	evidence-based,	
expert-informed	community	of	practice,	focused	on	making	positive,	observable	changes	in	daily	classroom	practice.		

fEaturES

adminiStrativE tooLS

The	learning	platform	features	full	transcripts	of	all	video	and	audio	content,	which	enables	teachers	to	conduct	
keyword	searches	and	print	the	content	in	its	entirety.

Learners	participate	at	regular	intervals	in	interactive	study	guides,	which	prompt	them	to	respond	to	open-ended	
questions	to	check	their	understanding	and	provide	a	framework	for	reflecting	on	implementation	in	their	own	
settings.	Additionally,	learners	take	summative	assessments	designed	to	measure	their	understanding	of	the	key	
course	concepts.	Finally,	participants	receive	feedback	and	support	from	district	facilitator/coaches	through	online	
chat	areas,	critical	questions	in	the	Facilitators’	Guide,	and	self-assessment	data.			

For	administrators	and	course	facilitators,	the	admin	console	houses	multiple	sources	of	user	data	that	can	be	
aggregated	into	a	number	of	exportable	and	printable	reports.	Upon	successful	completion	of	the	course,	the	system	
generates	a	learning	portfolio	that	includes	user-created	content,	responses	to	assessment	items,	reflections	on	the	
content,	and	discussion	forum	posts.	In	addition,	learners	can	also	print	a	certificate	of	completion.	
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Scenario 1: An	urban	district	with	100,000	students,	10,000	teachers,	and	110	schools	is	struggling	to	provide	
support	for	5	schools	with	250	teachers	that	recently	entered	Need	Improvement	Year	6.		With	recent	budget	cuts	
and	fiscal	issues,	the	district	cannot	hire	new	trainers	but	has	two	staff	members	with	an	extensive	knowledge	
of	turnaround	strategies	and	continuous	improvement	practices.	The	district	hired	a	national	expert	for	4	days	of	
in	district	training	as	well	as	having	the	two	district	trainers	working	one-day	per	week	to	provide	3-hour	training	
sessions	to	one	teacher	per	school.		This	plan	would	accommodate	125	people	at	each	national	expert	training	
session	and	30	people	at	each	trainer	session.		At	the	end	of	9	weeks	(25%	of	the	school	year),	this	plan	would	result	
in	250	teachers	attending	two	3-hour	training	sessions	the	with	national	expert	and	two	3-hour	training	sessions	by	
the	district	trainers.	Despite	the	seemingly	intensive	support	each	teacher	would	receive	only	12	hours	of	assistance	
–	and	none	of	this	would	be	targeted,	individual,	or	job-embedded	–	hardly	the	type	of	support	required	for	school	
transformation.	Travel	costs	from	driving	to	the	sessions	(estimated	cost	of	$.60	per	mile	for	250	with	a	60	mile	round	
trip	=	$9,000);	cost	of	the	national	expert	for	4	days	at	$5000	x4	days	=	$20,000;	total	facilities	cost	including	the	
125	seat	auditorium	with	equipment	costs	($4,800	x4	days)	=	$19,200;	cost	of	the	half-day	substitute	teachers	$60	
per	day	X	250	teachers	X	4	days=	$60,000.	The	total	additional	cost	(cost	of	district	trainers	and	district	facilities	
not	calculated)	to	provide	this	introductory	training	in	school	improvement	for	9	weeks	=	$108,200.		The	use	of	KDS	
to	deliver	the	School	Improvement	Kit	(4	courses	each	with	10-15	hours	of	course	work	by	nationally	recognized	
experts)	and	access	for	administrators	and	coaches	to	a	data	console	enabling	them	to	track	the	progress	and	
support	the	learning	of	teachers	in	completing	dynamic,	flexible,	and	collaborative	training	=	$75,000	for	842	course	
seats	with	more	than	10,000	hours	of	learning.	The KDS solution represents a cost savings of $33,200 per 
implementation of this training.

Scenario 2:	A	district	with	22,000	students	and	980	teachers	were	mandated	to	implement	class	size	reduction	
requiring	that	they	hire	150	new	teachers.	In	order	to	provide	an	adequate	induction	program,	the	district	decided	to	
hire	a	national	expert	for	15	days	of	on-site	support	to	train	mentors	in	providing	assistance	to	new	teachers	as	well	
as	training	the	new	teachers	regarding	a	framework	for	effective	teaching	and	the	teacher	evaluation	rubric	utilized	
in	the	district.	While	the	district	wanted	to	hire	the	national	expert	for	additional	days,	the	15	days	were	all	that	were	
available.	Throughout	the	school	year,	this	plan	enabled	the	mentor	teachers	to	receive	four	6-hour	trainings	and	the	
new	teachers	to	receive	five	6-hour	trainings,	and	six	days	of	on-site	observation	for	10	of	the	new	teachers	within	
their	classrooms.		Travel	costs	for	the	trainings	were	.6	per	mile	X	60	miles	round	trip	X	150	teachers	X	5	trainings	
+	15	mentors	X	4	trainings	=	$29,160;	cost	of	the	national	expert	for	15	days	at	$5000	per	day=$75,000;	total	
facilities	and	equipment	costs	for	9	days	of	training	X	$4,800	=	$43,200;	The	total	cost	of	this	training	that	provided	
a	maximum	of	30	hours	of	training	and	observation	of	less	than	7%	of	the	new	teachers	across	an	entire	year	=	
$147,360.	The	use	of	KDS	to	deliver	15	hours	of	classroom	evaluation	criteria	training	by	a	national	expert,	as	well	as	
entrée	to	the	Mentoring	and	Induction	kit	(4	courses	each	with	10-15	hours	of	course	work	by	nationally	recognized	
experts)	and	access	for	administrators	and	coaches	to	rich	resources	such	as	the	Facilitators’		and	Study	Guides,	
online	discussion	boards,	and	self-assessment	tools	linked	to	dynamic,	scalable,	and	targeted	training	=	$50,000	for	
515	course	seats	or	more	than	6,000	hours	of	learning.	The KDS solution represents a cost savings of $97,360 
per implementation of this training.
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Scenario 3:	A	large	urban	district	with	250,000	students,	15,000	teachers,	and	250	schools	across	4,000	square	miles	
received	a	large	grant	to	strengthen	teacher	expertise	in	Science,	Technology,	Engineering,	and	Mathematics	(STEM).	
While	the	teachers	in	the	district	were	proficient	in	the	use	of	email,	Internet	searches,	word	processing	for	lesson	
plans,	and	an	electronic	grade	book,	they	are	not	knowledgeable	regarding	the	use	of	technology	as	an	instructional	
tool	to	enhance	21st	century	skills.	With	recent	budgets	cuts	and	fiscal	issues	the	district	cannot	hire	new	trainers	but	
has	two	staff	members	with	an	extensive	knowledge	of	instructional	technology.		The	district	hired	a	national	expert	
for	24	days	of	in-district	training	as	well	as	having	the	two	district	trainers	working	one-day	per	week	to	provide	3-hour	
training	sessions	to	one	teacher	per	school.		This	plan	enabled	125	teachers	per	session	with	the	national	expert;	
for	which	each	teacher	would	attend	more	sessions.	Additionally,	these	same	teachers	would	attend	one	session	
each	with	one	of	the	district	trainers.		At	the	end	of	18	weeks	(50%	of	the	school	year),	this	plan	would	result	in	
1,000	teachers	attending	3-hour	training	sessions	with	national	expert	and	one	3-hour	training	session	by	the	district	
trainers	–	this	significant	effort	will	impact	only	7%	of	all	the	teachers	within	the	district	–	hardly	a	tipping	point	for	
instructional	technology.	Additionally,	each	teacher	received	a	total	12	hours	of	training	in	instructional	technology	with	
no	hands-on	experience	and	little	interaction	with	colleagues,	minimal	flexibility,	and	no	one	monitoring	the	classroom	
implementation	or	impact	of	the	grant	dollars.	Travel	costs	from	driving	to	the	sessions	at	an	estimated	cost	of	$.60	per	
mile	X	1000	teachers	X	3	sessions	X	60	mile	round	trip	=	$108,000;	cost	of	the	national	expert	for	24	days	at	$5000	
per	day	=	$120,000;	total	facilities	costs	including	the	125	seat	auditorium	with	equipment	costs	at	$4,800	per	day	X	
24	sessions	=	$115,200;	cost	of	the	half-day	substitute	teachers	$60	per	day	X	1000	teachers	X	4	days	=	$240,000.	
The	total	additional	cost	(cost	of	district	trainers	and	facilities	not	calculated)	to	provide	this	introductory	training	in	
instructional	technology	in	18	weeks	for	7%	of	the	staff	=	$583,200.		In	order	to	reach	all	25,000	staff	members	this	
initiative	will	require	14 years	and	$8,164,800.	The	use	of	KDS	to	deliver	the	Digital	Educator	kit	(6	courses	each	with	
10-15	hours	of	course	work	by	nationally	recognized	experts)	and	access	for	administrators	to	a	data	console	enabling	
them	to	track	the	progress	and	support	their	teachers	participation	in	an	online	professional	learning	community	and	
on	a	dynamic	online	training	platform	= $3,750,000	for	50,000 course	seats	or	more	than	30 hours	of	instructional	
technology	training	for	EVERY	teacher	immediately,	at	a	cost	savings	of	$4,414,800 per implementation of this 
training.

concLuSion

Efforts	to	improve	student	achievement	can	succeed	only	by	building	the	capacity	of	teachers	to	improve	
their	instructional	practice	and	the	capacity	of	school	systems	to	advance	teacher	learning.	The	KDS	
learning	platform	provides	rich,	engaging,	and	academically	rigorous	learning	experiences	for	educators.	
The	system	is	user-friendly	and	provides	easily	accessible	resources	that	empower	educators	and		
leaders	to	improve	their	practice	immediately.	KDS	courses	and	evaluation	tools	offer	unparalleled	 	
scalability	and	online	accessibility	while	preserving	the	integrity	of	the	content,	enabling	participants	
to	reap	the	benefits	from	the	professional	learning	experience,	implement	change,	transform	student	
learning,	and	turn-around	struggling	schools.	
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