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Introduction

Program Overview/Background

Research shows the building principal is second only to the classroom teacher when it comes to school-based factors impacting student achievement.  The role of principal is challenging and stressful, and it is important to provide support for new principals given the increased expectation for student and school success.  
The Beginning Principal Mentoring Program (BPMP) is a mentoring program for newly appointed school principals, assistant principals, or persons in charge of school sites.  LEAs that implement Ohio’s Beginning Principal Mentoring Program can apply through a competitive process for grant funds to support the refinement and implementation of the program at their site for appropriate school administrators.
Goals of the program:  
1. Develop a comprehensive plan for a beginning principal mentorship program within the local setting, with emphasis on collaborative efforts.

2. Provide beginning principals with non-threatening, meaningful and relevant mentoring support to help them develop their leadership skills in managing people, data, and processes in ways that promote school improvement and improve school culture and conditions.
3. Provide beginning principals with mentoring support and professional development opportunities to help them grow as instructional leaders focused on high standards and success for all students. 

4. Provide beginning principals with mentoring support to help them understand performance expectations and develop a deep understanding of the Ohio Standards for Principals and principal performance levels described in the Ohio Principal Evaluation System. 

Guidelines for an effective BPMP are:  

· Careful selection of each mentor: It is important to choose a mentor that has experience, training in mentorship, and would be able to support the new principal.
· Providing a formal structure:  Because the difficulties and responsibilities of a principal are manifold and varied in nature, a formal program of support that allows principals to grown into their responsibilities is critical.   
· Grounding of the mentorship program in Ohio standards and evaluation systems and aligning the mentorship program with the Ohio standards, but keeping it distinct from evaluation:  Successful mentoring helps prepare principals to use student, teacher, and principal standards to ensure school success. However, while mentors can be helpful in preparing and guiding new principals in achieving strong results, the BPMP itself should remain distinct from the principal evaluation.  

Beginning Principal Mentoring Program Framework

For a BPMP, there is not one model that will fit all situations.  Some LEAs will develop their own mentorship program based on the model requirements to meet LEA needs.  Included below is a graphic representation of the framework for the project.  
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Included in Appendix A of this document are considerations for large district, a smaller district, and a consortium programs.
While the model of implementation requires more than the basic framework of a BPMP, the following guidelines are necessary:  
Provide beginning principals with non-threatening, meaningful and relevant mentoring support to help them develop their leadership skills in managing people, data, and processes in ways that promote school improvement.
Beginning principals can be overwhelmed with everything it takes to effectively lead a school. They need support and opportunities to have confidential conversations to share their frustrations and successes without fear. The support of experienced administrators to help them reflect on the duties involved with new positions can not only accelerate their learning curve, but also help them avoid the pitfalls associated with being new to the job. Mentoring should be designed to help beginning principals develop their leadership and management skills. 

Provide beginning principals with mentoring support and professional development opportunities to help them grow as instructional leaders focused on high standards and success for all students.
A focus on academic success for all students should be the primary goal of an effective principal. Academic achievement is a complex process that involves the principal, teachers, students, parents, district, and community stakeholders. Particularly in low performing schools research suggests that student achievement can drop when there is principal turnover in a building. A consistent focus on helping beginning principals develop as instructional leaders is critical. Specific suggestions for implementation include the following:

Provide beginning principals with mentoring support to help them understand performance expectations and develop a deep understanding of the Ohio Standards for Principals and principal performance levels described in the Ohio Principal Evaluation System.
Within the current educational context, principals’ performance will be assessed, in part, based on the Ohio Principal Performance Rubric. The Ohio Standards for Principals are the foundation of the performance rubric. 

In addition to the suggestions identified above, the following are requirements that the model programs must include:
· On a district and/or regional level, consistent procedures should be established to ensure program fidelity. These procedures should be closely linked to the mentoring model adopted by the district or regional collaborative and should clearly define expectations about active program participation, professional development, documentation and leadership development.

· There should be a mid-term review of the mentor/mentee program and an exit activity and assessment to reflect the success and challenges of the experience.

· There should be professional development on focused topics for the beginning principal and mentor to ensure their continued development as educational leaders.

Ohio Beginning Principal Mentoring Program Components
The BPMP will combine classroom learning and practical experiences within the lens of the Ohio Standards for Principals, best practices, and research.  

LEAs receiving grant award funds are expected to implement the requirements of the program in reference to their own instructional setting.  The following components (in bold) are required for implementation.  Refinement of the components can be modified to meet the specific instructional setting of the LEA.  
All projects will include:
Year 1:

· Description of a plan to identify and select outstanding principal mentors, including criteria used for selection;
· Identification and description of curriculum topics for experiential learning, including a rationale for the curriculum topics, which clearly reflects local needs and contexts;
· Outline of a plan to deploy professional development of aforementioned curriculum topics, including a timeline for deployment of professional development and identification of partners who will support its deployment; and
· Development of plan to conduct ongoing formative assessment of participants and formal program evaluation to ensure the program’s goals are met

Year 2:

· Face to face sessions for support and professional development
· Possible online discussion forum or blogs
· Mentoring

· Project (as defined by the applicant in the application)
· Visits (as defined by the applicant in the application)
· Other (to be determined based on applicant need)
Availability of Funds and Timeline of Award
Funds will be awarded as follows.

Year 1:  Funds not to exceed $10,000 will be awarded through a competitive process to those LEAs who participate in collaborative efforts with other educational entities (other LEAs, ESCs, Institutions of Higher Education) to develop components of a plan for the implementation of the Beginning Principal Mentorship Program.  
A grant application for these funds is due to the Ohio Department of Education by October 31, 2012 using the template provided in Attachment A.  Grant applications will be scored using the provided rubric and ranked. Funds will be distributed in order of quality of grant application as funds allow.  Collaboration among regional LEAs, ESCs, and Institutions of Higher Education is expected.  Funds are available for obligation and expenditure through June 30, 2013.
Year 2:  Grants for year 2 will be funded according to budgetary needs to implement the program. Grants will range from $10,000 to $100,000 depending on a number of factors as determined by the LEA in the planning process conducted in Year 1.  Factors include, but are not limited to, LEA size, number of beginning principals, content of mentorship program.  Funds not exceeding $100,000 will be awarded through a competitive process to those LEAs who have successfully completed Year 1 Planning Project.  A grant application will be available to those qualifying LEAs in the spring of 2013.  The funds in Year 2 of the project will be used for the implementation of the program determined in Year 1 of the LEA Planning Project.  
Allowable uses of funds include: 

· Salaries and benefits for work occurring outside the regular contracted time for staff as they develop the project deliverables

· Mileage for regional participants

· Meeting supplies
· Professional resources
Application Requirements 
Grant applicants will be required to complete the attached application template A.  Applicants must develop process and accountability measures that will be used to evaluate the extent to which activities funded under the program are effective or demonstrate potential effectiveness.  Grant applications must be complete, with all narrative sections and budget forms in alignment, and be consistent with the goals of the project.  Applications that are not complete will not be reviewed and scored.   All applications must include a proposed budget, using the template provided.  
Applications must be received by the Ohio Department of Education by 5:00 PM, October 31, 2012.  All applications must be submitted electronically to:  

Dr. Kathy Harper

kathy.harper@education.ohio.gov
Ohio Department of Education, Office of Educator Equity and Talent
Assurances

The fiscal agent must assure that it will—
1. Complete the project outlined within its grant submission

2. Complete all budget requirements (PCRs and FERs)
3. Send updates to the ODE program contact (Kathy Harper) via e-mail (kathy.harper@education.ohio.gov)
4. Provide a narrative summary upon completion of the project

5. Provide input to ODE on an as needed basis regarding the project;  
Evaluation Criteria

The application quality score indicator will be generated using a rubric containing items that are directly tied to the response categories specified in Attachment B.  Each item will be rated using a four-point quality scale.  A scoring rubric is provided and will be used in the review and scoring of each application. 

Award Notification

Grant award recipients will be contacted through e-mail notification.

Questions may be directed to program contact:

Kathy Harper – kathy.harper@ode.state.oh.us
614.752.1473

Attachment A- Grant Template

Collaborative Effort:  Please name the educational LEA involved in the project, the IRN, and a contact person for each partner.  Use additional space if needed.

LEA
     

IRN:  
     
Geographic Region (SST region):
     
Entity Partnership(s)

     
LEA Contact Name and e-mail:
     
Project Questions:  Please limit the entire application responses to a total of four pages:  five pages for questions #1-7 ; the budget narrative may be separate and should not exceed one page.  Please use no less than a 10-pt font.  Application may be single or double-spaced. 

1. Provide a summary of the project.      
2. Needs Assessment- Discuss specific sources of data and information that demonstrate the need for this project.  Information shall include, but not be limited to, principal retention rates, principal effectiveness ratings using the OPES model, school climate and culture information, student performance, teacher retention as impacted by the principal.      
3. Define who will be involved in the project.  List all collaborative entities and the roles they will serve.  Also include a definition of who will be considered a “beginning principal” in the project.       
4. Describe in detail the components to be implemented.  Explain/ describe how the components best meet contextual needs of the LEA.  Include a description of the components and specific timelines.  Include responsible personnel.

· Face to Face Sessions

· Online Discussion Forum

· Mentoring

· Project

· Visits 
     
5. How will the LEA ensure that the experiences provided to the beginning principal are embedded in practical and realistic activities and experiences?       
6. How will the success of the program be evaluated?  What are specific outcomes?  How will these be measured?       
7. Describe the research on which the program will be based.       
8. Budget Narrative- Provide a narrative of the budget items for Year 1 of the grant.  
	Object
	Item
	Description:  provide a narrative
	Amount

	100
	     
	     
	     

	200
	     
	     
	     

	400
	     
	     
	     

	500
	     
	     
	     

	
	
	
	

	Total
	
	
	$     


Include Budget Grid as separate attachment.  
Evaluation Rubric
All evaluated areas will use a four-point quality scale for each rubric item or question:
1. There is minimal evidence and/or limited potential that the project will be successful; gaps in planning and information given.

2. The application provides some evidence as to the likelihood of success of the project; however, there are some inconsistencies between the information supplied.

3. The Project proposal and summary provide some good examples of likely success of the project.

4. High-level of evidence to substantiate the educational needs for the project; data strongly suggests project success.
One additional point will be added to the total score earned for each valid collaborative partnership involved in the project.  
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Project Overview
One of the major focus areas of the Ohio Race to the Top (RttT) Proposal is “Great Teachers and Leaders.” A target goal of this focus area is to “Support Educators to Increase Student Growth.” Among the proposed activities for this goal is providing “intensive support to beginning teachers and principals.” A specified project deliverable for this activity is the development of a Beginning Principal Mentorship Program (BPMP).

In December 2011, a stakeholder committee was established to develop a model for a Beginning Principal Mentorship Program. This committee met six times from January 2012 through June 2012. The work of the committee was facilitated by two staff members from the New Teacher Center (a national non-profit organization focused on accelerating the effectiveness of new teachers and leaders). The facilitators were

· Barbara Crock, Director of the Chicago School Leadership Project; and
· Laurie Fracolli, Associate Program Consultant.
The charge to the committee was to develop a Beginning Principal Mentorship Program that could successfully be implemented in low performing schools but also have the capacity to be utilized in other school district settings.

To fulfill the project requirements, the committee reviewed the research on principal mentoring and induction programs; brainstormed ideas for an effective Beginning Principal Mentorship Model Program; developed program guidance suggestions; and also identified key ideas to guide the selection and role of a principal mentor. 

Team Members

Team members included:

	Aura Norris
	Executive Director, Human Resources 
	Perrysburg Exempted Village Schools

	Bert Bernhardt
	Principal
	Washington Local Schools

	Brenda Murphy
	Principal
	Genoa Area Local Schools

	Cynthia Beekley, Ed. D. 
	Assistant Professor
	The University of Toledo

	Dana Damman
	Principal
	Springfield Local Schools

	Don Yates
	President
	Toledo Association of Administrative Personnel

	Doug Crooks
	Regional Director
	North Point ESC

	Emilio Ramirez
	Principal
	Toledo Public Schools

	Jennifer Ripke
	Principal
	Patrick Henry Local Schools

	John Granger, Ph.D.
	Coordinator, Principal and Superintendent Cohort Leadership Academies
	Bowling Green State University

	Ken Baker
	Associate Executive Director
	Ohio Association of Secondary School Administrators

	Lisa Dickinson
	Teacher on Special Assignment
	Toledo Federation of Teachers

	Mary Himmelein, Ed. D.
	Director of Human Resources & Professional Development
	ESC of Lake Erie West

	Mary Schaeffer
	Teacher
	Huron City Schools

	Patty Griffin
	Office of Educator Equity and Talent
	Ohio Department of Education

	Steve Brancheau
	Teacher
	Montpelier Exempted Village Schools

	Trent Leedy
	Principal
	Toledo Public Schools

	Troy Armstrong
	Principal
	Wauseon Exempted Village Schools


Abbreviations

· BPMP – Beginning Principal Mentorship Program

· ESC – Educational Service Center

· IHE – Institutes of Higher Education
· ODE – Ohio Department of Education

· OPES – Ohio Principal Evaluation System

· OSP – Ohio Standards for Principals

· OSTP – Ohio Standards for the Teaching Profession

· OTES – Ohio Teacher Evaluation System

· SMART Goals– Specific, Measureable, Attainable, Results Oriented and Relevant, Time Bound Goals
· RttT – Race to the Top
Introduction
New Ohio principals can enter their roles as school administrators through multiple pathways. For some, they will undergo a career progression from classroom teacher to assistant principal to principal. Others will go directly from a classroom teaching position to a job as a principal. Still others may pursue an alternative administrative license or move into Ohio from another state where they functioned as an administrator.

For some the journey will be swift (e.g., in Ohio a principal’s license can be issued with two years of teaching experience) while others will proceed at a more measured pace. Data from the 2003-04 school year suggest most educators spend about 13 years in the classroom before becoming an administrator (Coggshall, Stewart & Bhatt, 2008, p.5). 

Regardless of the path by which individuals become principals, the first year in any new position is challenging, despite the amount of experience in education or the quality of the principal preparation program. There are situations in which experienced principals need additional support. For example, moving across state lines for a principal’s position, moving from one area of a state to another, moving from a small to a large district or vice versa, moving from a suburban setting to an urban setting, moving levels such as from junior high to high school, or moving from a traditional public school setting to a community school setting are all examples of situations that deserve additional support from a school/school district.

Most beginning principals are excited and enthusiastic about their first administrative job. However, those feelings can quickly change without proper support. When beginning principals are asked to describe how they feel after just a few months on the job, adjectives used frequently are frustrated, overwhelmed, tired, stressed, isolated, and alone. Particularly in low performing schools, this can lead to high turnover and a negative impact on student learning. Individuals who are becoming building leaders for the first time need support and that need is the focus of this project.
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Overview

Research on the role of the principal impacting student performance in low performing schools was scarce until recently because the research focus has traditionally been on improved teacher effectiveness. However, since 2000 there has been a realization that principals exert more influence, both directly and indirectly, on student achievement than any other school factor besides the teachers themselves (Leithwood, Louis, Anderson, & Wahlstrom, 2004; Louis, Leithwood, Wahlstrom, & Anderson, 2010). Current research strongly suggests the actions of a principal (particularly in low performing schools) influence the capacity of teachers to promote learning among all students (Burkhauser, Gates, Hamilton, & Ikemoto, 2012). Areas of influence for the principal include stakeholder relations; school culture and climate; setting goals and expectations; management of teacher talent through shared leadership, evaluation systems and the instructional program; and influence on district policies.

Realizing the importance of principal effectiveness, researchers are now focusing on how different factors (e.g., principal evaluation systems, principal preparation, and principal mentoring) can impact principal effectiveness. One point of agreement that seems to cut across all the research is the importance of a principal becoming highly effective as quickly as possible so that student achievement does not falter.
Definition of an Effective Principal

Based on extensive research, The Wallace Foundation (2011) has identified five key functions of an effective principal. They are as follows:
· Shaping a vision of academic success for all students, one based on high standards.
· Creating a climate hospitable to education in order that safety, a cooperative spirit and other foundations of fruitful interaction prevail.
· Cultivating leadership in others so that teachers and other adults assume their part in realizing the school vision.
· Improving instruction to enable teachers to teach at their best and students to learn at their utmost.
· Managing people, data and processes to foster school improvement (p. 4).
For purposes of this project, the Ohio Principal Evaluation System provides a definition of an effective principal that is based on the Ohio Standards for Principals. In this definition, effective principals:
· Help create a shared vision and clear goals for their schools and ensure continuous progress toward achieving the goals;

· Support the implementation of high-quality standards based instruction that results in high levels of achievement for all students;

· Allocate resources and manage school operations in order to ensure a safe and productive learning environment;

· Establish and sustain collaborative learning and shared leadership to promote learning and achievement for all students; and

· Engage parents and community members in the educational process and create an environment where community resources support student learning, achievement and well-being. (Ohio Department of Education, 2011, p. 9)

Role of the Principal Today

The work of today’s principal is dramatically different from the expectations for the position of even ten years ago. Yesterday’s principal was expected to manage the building (buses, boilers and books), deal with unacceptable student behavior, monitor the faculty, fulfill statutory and contract requirements, and keep parents happy. Today, the principal is viewed as one of the keys to the success of the school and the achievement of all students. The pressures of today’s educational system requires principals who understand and use data, are accountable for school test results, and are able to coach staff to provide needed interventions for increased student learning. In addition, they must be able to deal with shifting expectations and be flexible enough to deal with a constantly changing landscape of state and federal policy initiatives. As a result, the work of today’s leader is more challenging, complex, and creative than ever before. 

The following table illustrates the major shifts in expectations of the principal today:

	YESTERDAY’S EXPECTATIONS
	TODAY‘S EXPECTATIONS

	The principal functions as the sole authority figure in the building, often making decisions with little or no stakeholder involvement. Top down management is prevalent in the building.
	The principal shares leadership and decision making with stakeholders. A culture of collaboration is encouraged throughout the building. 

	The principal manages the day to day operations of the school building.
	The principal is fully engaged in leading professional development and serves as an instructional leader.



	The principal serves as the building disciplinarian.
	The principal helps staff to reinforce behavior expectations within a system that promotes safety and social justice for all students.

	The principal works within a system that promotes learning for some students.
	The principal works within a system that promotes learning for all students.

	The principal is a passive recipient of building data compiled by others.
	The principal is an active participant in analyzing data trends, developing interventions and setting improvement goals.

	The principal meets parents in a variety of school settings.
	The principal works to involve parents in student learning both in school settings and in other community forums.

	The principal plans for staff professional development but is not an active participant.
	The principal engages in collaborative planning for professional development and fully engages with staff in planned professional development.

	The principal reacts to events in the building and administrative directives. The focus is on maintaining the status quo.
	The principal is proactive in formulating building improvement plans with stakeholder input. The focus is on creating a clear vision with measurable goals and leading systems change.

	The principal completes a summative evaluation of staff members in accordance with district policy.
	In addition to completing a summative evaluation, the principal also provides formative feedback to staff on improvement strategies. 

	The principal manages a limited building budget.
	The principal advocates for additional resources and leverages all available resources to support student learning.


Need for Mentoring Programs

While there is not necessarily a shortage of individuals who are certified as principals, there is a shortage of high quality applicants for low performing schools. (Coggshall, et al., 2008. pp. 3-4). This shortage of high quality applicants, along with recognized weaknesses in many preparation internships (Southern Regional Education Board, 2005), means there is often an immediate need to support beginning principals if they are to be successful. The need for support is heightened by the fact that new principals in low performing schools who do not receive support are more likely to leave their positions after two years. Their exit can lead to significant staff turnover. Faced with constant leadership changes and staff changes, LEAs are challenged to improve student achievement at persistently low performing schools. (RAND Corporation, 2012)

The research reviewed for this project (see Sources of Information) strongly suggests that a formal induction program for new principals could facilitate a smoother entry into the profession and a higher success rate for first year principals. The key element for induction programs suggested in the research is some form of mentoring for the new principal. As stated by Willer and Recht (2011):
Our research suggests that beginning principals need an experienced nonsupervisory person who can alternately mentor when expertise is needed, as in the case of the managerial concerns, and coach with probing questions as principals explore ways to develop school vision.  Coursework is insufficient preparation for dealing with the varied and abstract nature of complex organizations (p. 3).
In addition to focusing on improved student learning, new principals also have to learn how to operate in the context of their school, school district, and community. “By all accounts, new administrators experience intense, unrelenting stress as they try to adjust their textbook understanding of leadership to the real world of practice” (Lashway, 2003, p. 1). These pressures can be particularly overwhelming for principals in low performing schools that also face the challenges of weak student performance, frustrated parents, and demoralized faculty. Beginning principals may understand the need for a shared vision, the need to build trust with constituents and the need to function as an instructional leader, but how does one go about doing that while dealing with day to day school operations in a way that prevents new issues from emerging?
The research does not advocate for a specific model of principal mentoring. However, the theme that is consistently repeated is that “the days of ‘sink or swim’ for the new principals must end if they are to stand any reasonable chance of succeeding in their increasingly tough jobs” (The Wallace Foundation, 2007, p. 3). This sentiment is echoed by the researchers at Brown University who stated, “The fact is principals have traditionally been thrown into their jobs without a life jacket and they are expected to sink or swim. Isolated and without guidance  . . . newcomers often make mistakes that may have long term consequences” (The Education Alliance at Brown University, 2003, p.8).
While not advocating for any specific model of mentoring, there is basic agreement on the role that a mentor can fulfill. For example, Lashway (2003) suggests a mentor can provide support in three ways: first by keeping attention focused on learning issues and offering models of successful practice; second, providing administrative and managerial support to help set priorities; and third, providing emotional support by listening carefully and being present at particularly stressful moments (p. 3).
Critical guidelines for mentors that emerged from The Wallace Foundation (2007) study include the following: 

The primary goal of mentoring should be unambiguously focused on fostering new school leaders who 1) put learning first in their time and attention and know how to rally their entire school community around their goals, 2) see when fundamental change in the status quo is needed in order to make better teaching and learning happen, and 3) have the courage to keep the needs of all children front and center and not shrink from confronting opposition to change when necessary” (p. 9).

A critical concept from the research is that mentors can no longer function as buddies or friends but rather must assume the role of helping beginning principals focus on accelerating their professional growth while also providing guidance and support. Hall (2008) pointed out: 

The most important thing to encourage in a new principal is self-reflection. It’s the least-practiced thing we do. The mentor behaviors deemed most effective for cultivating this habit include the following: ask probing questions, provide honest feedback, listen, analyze decisions, propose alternative viewpoints, encourage independence, foster lifelong learning, and offer caring support” (pp. 451-2).
Mentoring versus Coaching

Although often used interchangeably in the literature, there is a distinct difference between mentoring and coaching for a beginning principal. For a beginning principal, a mentor should be viewed as absolutely essential. A coach may or may not be desirable based on the needs of individual beginning principals. A simple way of envisioning the difference is that a mentor provides support and guidance to help someone develop and improve while a coach consistently emphasizes that an individual perform better.

While there is certainly nothing to suggest that a mentor cannot also do some coaching with a beginning principal, the primary focus should be mentoring support. The process of coaching is more intense than mentoring and requires the acquisition of a specific skill set in order to be effective. Consideration should be given to moving from a mentoring approach to a coaching approach as a beginning principal gains more experience and confidence.

The table below identifies some of the research based distinctions that can be made between mentoring and coaching. Information used to construct this table was taken primarily from Duncan & Stock, (2010, pp. 296-297) and Silver, Lochmiller, Copland, & Tripps (2009, pp. 216-218).
	MENTORING
	COACHING

	Mentoring focuses on individual growth.
	Coaching is performance oriented with specific performance objectives.

	Mentors provide extended support to help new principals learn the requisite knowledge, skills, behaviors and values needed for school leadership positions.
	Coaches provide deliberate support to another individual to help him/her clarify and/or to achieve goals and achieve high levels of performance.

	A mentor is an advisor, critical friend, guide, listener, role model, sounding board, strategist, and supporter.
	Coaches are change agents who work with people to unlock their hidden potential.

	A mentor asks questions, challenges productively, encourages risk taking, offers encouragement, provides feedback, promotes independence, and shares critical knowledge.
	Coaches model, observe learner performance, and provide encouragement, diagnosis, directions, and feedback.

	Outcomes for mentoring include providing support and empathy, counseling, sharing ideas, problem solving, guiding professional development and improving confidence.
	Coaches encourage an action oriented initiative focused on problem solving.

	Mentors cultivate leadership skills and help bridge the gap between scholarship and practice. 
	Coaches have high levels of knowledge in specific skill areas and focus on learning and growth.
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Purpose

The purpose of the Beginning Principal Mentorship Program (BPMP) is to provide a framework for beginning principals to accelerate their development as educational leaders with a focus on impacting student progress and achievement.

Objectives

A Beginning Principal Mentorship Program should have three primary objectives:

1. Provide beginning principals with non-threatening, meaningful and relevant mentoring support to help them develop their leadership skills in managing people, data, and processes in ways that promote school improvement. 

2. Provide beginning principals with mentoring support and professional development opportunities to help them grow as instructional leaders focused on high standards and success for all students.

3. Provide beginning principals with mentoring support to help them understand performance expectations and develop a deep understanding of the Ohio Standards for Principals and principal performance levels described in the Ohio Principal Evaluation System.
Implementation Guidance

For a BPMP, there is not one model that will fit all situations. Some LEAs (particularly large urban LEAs) will prefer to develop their own program. The size of a district will certainly affect the structure of the program developed by a district. Other LEAs may prefer to form a consortium to implement a BPMP. Included in Appendix A are graphical representations of what a BPMP might look like in a large district, a smaller district, and a consortium program.

Although there are other implementation suggestions throughout this document, the writing team believes the following suggestions are critical to a BPMP and should be included in any model implemented by a district:

Based on the three objectives identified for the program, the following implementation guidelines are suggested.
Objective 1: Provide beginning principals with non-threatening, meaningful and relevant mentoring support to help them develop their leadership skills in managing people, data, and processes in ways that promote school improvement.

Beginning principals can be overwhelmed with everything it takes to effectively lead a school. They need support and opportunities to have confidential conversations to share their frustrations and successes without fear. The support of experienced administrators to help them reflect on the duties involved with new positions can not only accelerate their learning curve, but also help them avoid the pitfalls associated with being new to the job. Mentoring should be designed to help beginning principals develop their leadership and management skills. Specific suggestions for implementation include the following:

· The beginning principal should be provided with a trained mentor who has been carefully matched with the beginning principal in order to provide optimal support.

· The beginning principal should be provided with at least one year (preferably two) of structured mentoring support. Mentoring support should include at least weekly communication using technology tools and monthly face to face contact. The total time devoted to the program should be approximately 50 hours in the first year.
· The beginning principal should work with the mentor to develop professional growth goals early in the school year with input from the beginning principal’s supervisor. Goals should follow the SMART goal format and should be aligned with the school/district goals. Goals should be focused on student achievement, improved teacher effectiveness and development of personal leadership skills.
· The mentor should observe the principal in the building setting engaged in goal related activities In order to provide meaningful feedback.

· Conversations between the beginning principal and the mentor should be confidential unless there are significant legal or ethical concerns.

· The mentoring program should be separate from the evaluation and contract renewal process (i.e. the primary evaluator of the principal should not be the mentor). However, overall progress towards goals may be considered as part of the evaluation process.
· The beginning principal should be provided with opportunities to shadow accomplished principals.

· The mentor should help guide beginning principals to create networking opportunities with other principals.

· The school/school district should help create a regional support system of school LEAs, regional service providers, and IHEs to support the beginning principal and the mentoring program.

Objective 2: Provide beginning principals with mentoring support and professional development opportunities to help them grow as instructional leaders focused on high standards and success for all students.

A focus on academic success for all students should be the primary goal of an effective principal. Academic achievement is a complex process that involves the principal, teachers, students, parents, district and community stakeholders. Particularly in low performing schools research suggests that student achievement can drop when there is principal turnover in a building. A consistent focus on helping beginning principals develop as instructional leaders is critical. Specific suggestions for implementation include the following:

· The mentor should be an experienced administrator with knowledge of current educational best practices and data analysis.

· The mentor should be trained in strategies to promote self reflection.

· The mentor should assist the beginning principal in identifying needed areas of professional growth and appropriate sources of high quality professional development.

· The mentor should assist the beginning principal in identifying high priority areas that could impact student achievement.

Objective 3: Provide beginning principals with mentoring support to help them understand performance expectations and develop a deep understanding of the Ohio Standards for Principals and principal performance levels described in the Ohio Principal Evaluation System.

Within the current educational context, principals’ performance will be assessed, in part, based on the Ohio Principal Performance Rubric. The Ohio Standards for Principals are the foundation of the performance rubric. Specific suggestions for implementation include:
· The beginning principal should be fully informed of the components of the evaluation system through a district orientation, meetings with the supervisor and/or meetings with the mentor.
· The beginning principal should meet with the mentor and supervising administrator to review job expectations and district goals.
· With the assistance of the mentor, the beginning principal should identify the evidence needed to document performance and develop a plan for evidence collection.
· The beginning principal should participate in self assessment and self reflection on his/her goals on a regular basis throughout the school year.

· The beginning principal should participate in professional development focused on the Ohio Standards for Principals and the Ohio Principal Evaluation System.

In addition to the suggestions identified above, the following are also offered as general program suggestions.

· On a district and/or regional level, consistent protocols should be established to ensure program fidelity. These protocols should be closely linked to the mentoring model adopted by the district or regional collaborative and should clearly define expectations about active program participation, professional development, documentation and leadership development.

· Both mentor and mentee should document their activities to ensure the program is implemented with fidelity.
· There should be a mid-term review of the mentor/mentee program and an exit activity and assessment to reflect the success and challenges of the experience.

· There should be professional development on focused topics for the beginning principal and mentor to ensure their continued development as educational leaders.
Standards Alignment

As Ohio schools and school LEAs implement a Beginning Principal Mentorship Program, alignment with the Ohio Standards for Principals is a critical foundational component.

Adopted in 2005 by the State Board of Education, the Ohio Standards for Principals define the skills and knowledge principals must demonstrate in order to be successful. The Ohio Standards for Principals also identify different elements that can serve as the basis for performance indicators. The Ohio Principal Evaluation System is based on the elements found in the Ohio Standards for Principals. Within the evaluation system, there are four defined levels of performance for each element based on the standards. These levels of performance can serve as benchmarks to assess strength and growth areas and as a foundation for the goals of the beginning principal.

The Ohio Standards for Principals

The Ohio Standards for Principals are comprised of five standards statements and associated elements which serve to define the full areas of principal performance. The standards statements and elements are listed below:
1. Principals help create a shared vision and clear goals for their schools and ensure continuous progress toward achieving the goals.
1.1. Principals facilitate the articulation and realization of a shared vision of continuous school improvement.

1.2. Principals lead the process of setting, monitoring and achieving specific and challenging goals that reflect high expectations for all students and staff.

1.3. Principals lead the change process for continuous improvement.

1.4. Principals anticipate, monitor and respond to educational developments that affect school issues and environment.
2. Principals support the implementation of high-quality standards based instruction that results in higher levels of achievement for all students.
2.1. Principals ensure that the instructional content that is taught is aligned with the Ohio academic content standards and curriculum priorities in the school and district.

2.2. Principals ensure instructional practices are effective and meet the needs of all students.

2.3. Principals advocate for high levels of learning for all students, including students identified as gifted, students with disabilities and at-risk students.

2.4. Principals know, understand and share relevant research.

2.5. Principals understand, encourage and facilitate the effective use of data by staff.

2.6. Principals support staff in planning and implementing research-based professional development
3. Principals allocate resources and manage school operations in order to ensure a safe and productive learning environment.
3.1. Principals establish and maintain a safe school environment.

3.2. Principals create a nurturing learning environment that addresses the physical and mental health needs of all.

3.3. Principals allocate resources, including technology, to support student and staff learning.

3.4. Principals institute procedures and practices to support staff and students and establish an environment that is conducive to learning.

3.5. Principals understand, uphold and model professional ethics, policies, and legal codes of professional conduct.
4. Principals establish and sustain collaborative learning and shared leadership to promote learning and achievement of all students.
4.1. Principals promote a collaborative learning culture.

4.2. Principals share leadership with staff, students, parents and community members.

4.3. Principals develop and sustain leadership.
5. Principals engage parents and community members in the educational process and create an environment where community resources support student learning, achievement and well-being.

5.1. Principals use community resources to improve student learning.

5.2. Principals involve parents and community members in improving student learning.

5.3. Principals connect the school with the community.

5.4. Principals establish expectations for the use of culturally-responsive practices that acknowledge and value diversity. (Ohio Department of Education, pp. 17-29)
Standards Based Areas of Focus
The standards represent a comprehensive attempt to identify the characteristics of an effective principal. However, for a beginning principal to set goals based on all of the different elements would be overwhelming. The committee strongly feels a new principal is best served by a focused approach that concentrates on key elements of each standard. This focused approach is especially critical in low performing schools. As Burkhauser et al. (2012) pointed out, there is “no evidence that if principals would simply do more of a certain thing or allocate their time in a particular way, school performance would improve. To the contrary, the quality of their actions seems more relevant to outcomes than the time spent” (p. xv).
Critical areas of focus are suggested in the extensive work that has been supported by The Wallace Foundation (2011). As noted previously, five key responsibilities for principals who function as instructional leaders have been suggested by their research:

1. Shaping a vision of academic success for all students, one based on high standards.

2. Creating a climate hospitable to education in order that safety, a cooperative spirit and other foundations of fruitful interaction prevail.

3. Cultivating leadership in others so that teachers and other adults assume their part in realizing the school vision.

4. Improving instruction to enable teachers to teach at their best and students to learn at their utmost.

5. Managing people, data and processes to foster school improvement. (p. 4)
The following elements of each standard are suggested as priority focus areas for beginning principals based on the research.
	STANDARD
	PRIORITY ELEMENT
	RESEARCH SOURCES

	1: Principals help create a shared vision and clear goals for their schools and ensure continuous progress toward achieving the goals.
	1.1: Principals facilitate the articulation and realization of a shared vision of continuous school improvement.
	Burkhauser et al., 2012
Leithwood, et al., 2004

Louis, et al., 2010

Public Impact, 2008

The Wallace Foundation, 2011



	2: Principals support the implementation of high-quality standards based instruction that results in higher levels of achievement for all students
	2.2: Principals ensure instructional practices are effective and meet the needs of all students.
	Burkhauser et al., 2012
Leithwood, et al., 2004
Louis, et al., 2010

Public Impact, 2008
The Wallace Foundation, 2011

	3: Principals allocate resources and manage school operations in order to ensure a safe and productive learning environment.
	3.4: Principals institute procedures and practices to support staff and students and establish an environment that is conducive to learning.
	The Wallace Foundation, 2011

Willer & Recht, 2011

	4: Principals establish and sustain collaborative learning and shared leadership to promote learning and achievement of all students.
	4.2: Principals share leadership with staff, students, parents and community members. 
	Burkhauser et al., 2012
Duncan & Stock, 2010

Leithwood, et al., 2004

Louis, et al., 2010

Public Impact, 2008
The Wallace Foundation, 2011

	5: Principals engage parents and community members in the educational process and create an environment where community resources support student learning, achievement and well-being.
	5.3: Principals connect the school with the community.
	Leithwood, et al., 2004

Louis, et al., 2010

The Wallace Foundation, 2011


Link to Evaluation

Although the Beginning Principal Mentorship Program should be separate from the district evaluation process, a comprehensive induction program for new principals should be aligned with the ODE guidelines for principal evaluation. ODE has developed a comprehensive model for an Ohio Principal Evaluation System and a resource packet to support the model. Included in those documents is a rubric that provides a four level continuum of standards based principal performance. (Note: The standards based rubric from the Ohio Principal Evaluation System is included as Attachment A.) Principal performance on each element of the Ohio Standards for Principals is rated as ineffective, developing, proficient, or accomplished. 

Within the framework established for principal evaluation should be a realization that in many (if not most) areas of standards based principal performance, it is acceptable for a beginning principal to perform in his/her first year(s) on the job at the developing level. The overall goal of the Beginning Principal Mentorship Program is to accelerate progress from the developing level to the proficient or accomplished level of performance. The essential elements of the Ohio Principal Evaluation Systems are represented below: 

Essential Elements of the Ohio Principal Evaluation System
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Keeping this evaluation framework in mind, there are many places where a mentor can support a beginning principal by helping to identify target areas for professional growth; providing formative feedback based on observation; encouraging reflection on their job performance related to the standards; and identifying and understanding appropriate measures of student growth. 

The table below reflects the interactions that a mentor could have with a beginning principal to help them improve their overall job performance within the context of the Ohio Principal Evaluation System.

	ESSENTIAL ELEMENT OF OHIO PRINCIPAL EVALUATION SYSTEM
	POTENTIAL AREAS OF MENTOR SUPPORT

	Goal Setting

(Establishing a Growth Plan)


	Self Assessment
	Ask challenging questions to promote self reflection; serve as a sounding board and critical friend

	
	Analysis of Student Learning 
	Share knowledge and ask challenging questions to promote reflection; guide data interpretation, and help beginning principals determine appropriate areas of focus in response to the data

	
	Goal Setting
	Encourage beginning principals to set challenging goals that will promote individual growth

	Formative Assessment
	Observation
	Provide feedback and serve as a sounding board, discuss and reflect on best practices, share ideas

	
	Examination of Artifacts
	Provide feedback and serve as a sounding board; ask questions to encourage self reflection, discuss and reflect on best practices

	
	Feedback
	Counsel and encourage beginning principals to problem solve in areas of needed growth; provide support and empathy

	Principal Performance on Standards
	Performance Rating Rubric
	Encourage and support beginning principals in focused areas to reflect on how they can improved their professional practices

Counsel and encourage beginning principals; serve as a sounding board for ideas

Provide support to help beginning principals bridge the gap between preservice and practice

	Measures of Student Growth
	
	Share knowledge and ask challenging questions to help beginning principal determine appropriate measures of student growth for their position

Assist beginning principal in developing strategies for evidence collection to document student growth


Principal Mentor Characteristics

The following are characteristics of an effective principal mentor:

· The mentor should have the ability to assist a beginning principal reflect on particular issues and develop a range of solutions.
· The mentor should have the ability to listen and provide non-judgmental, constructive feedback and advice.
· The mentor should be empathetic, with the ability to relate to challenges of beginning principals.
· The mentor should have knowledge of current leadership best practices.

· The mentor should have knowledge of the Ohio Standards for Principals (OSP), the Ohio Standards for the Teaching Profession (OSTP), the Ohio Principal Evaluation System (OPES), and the Ohio Teacher Evaluation System (OTES).
· The mentor should be a data driven decision maker with the ability to interpret data.
· The mentor should be willing to locate resources to help the beginning principal.

· The mentor should be willing to participate in ongoing, shared professional development.

· The mentor should respect the confidential nature of the mentoring relationship.
· The mentor should have the ability to look at the big picture of a school/school district and help the beginning principal with the process of learning the culture of the school/district.

· The mentor should have proven record of success and practical experiences to help guide the mentee through the program.

· The mentor should have experience in a school or school district with similar demographics in order to provide relevant feedback to the beginning principal based on their own experience.
· The mentor should be a neutral party and should not play a part in the evaluation process.
· The mentor should have skills in working with adults.
· The mentor should have the willingness to be accessible to the beginning principal and communicate using multiple methods.

· The mentor should be committed to the relationship with the beginning principal as demonstrated by frequent interactions with the mentee. The discussions need to be scheduled and ongoing throughout the program.

Matching Beginning Principals and Principal Mentors

Ideally, the mentor should be someone who has experience in the same type of district and building level as the beginning principal. However, simple demographic alignment should not be the sole criterion for matching a mentor with a beginning principal. Other factors that should be considered are the specific needs of the beginning principal and who can best meet those needs. Another factor to consider is the comfort level of the beginning principal with the mentor. In at least one program reviewed for this project, the beginning principal is presented with a list of three possible mentors and actually interviews the mentors to determine who might be the best match. 

Implementation suggestions include the following:

· The mentoring program should have multiple mentors available to serve in a mentoring capacity. A regional and/or district list of qualified mentors should be maintained by the program coordinator.

· A key consideration should be the ability of the mentor to be available to the beginning principal. Consideration may be given to using individuals who are not currently fulfilling the role of principal to serve as a mentor. However, simply using retired educators should be carefully considered and deliberate care taken to ensure the mentor fully understands and supports the expectations for today’s principal. 
· The beginning principal should be involved in the selection/assignment of a mentor and assignment of a mentor should be based on a specific needs assessment of the beginning principal. 

· There may be a place for multiple mentors for the beginning principal. For example, the supervisor or other district personnel could be responsible for assisting the beginning principal with mastering specific district procedures and policies while the mentor would focus primarily on leadership development.

· Consideration can be given to having a single mentor work with several beginning principals simultaneously. In programs reviewed for this project, it was not unusual for a single mentor to work with up to three beginning principals.
Principal Mentor Preparation

At a minimum a mentor should receive training or be able to demonstrate knowledge in the following areas:
· Challenges of the beginning principal

· Active listening
· Differentiated mentoring strategies (see Reiss, 2007 and Knight, 2009)

· Language stems and communication strategies that encourage reflective dialogue (see Bloom, Castagna, Moir & Warren, 2005)

· Ohio Standards for Principals

· Ohio Standards for the Teaching Profession

· Ohio Principal Evaluation System

· Ohio Teacher Evaluation System

· Instructional leadership

· Program expectations
The preference would be to have professional providers conduct the mentor training. However, at a minimum, there should be a train the trainer approach where a small number of credentialed trainers would be available to Ohio LEAs to train program coordinators to implement mentor training at the district or regional level. 

Professional Development

Within the Beginning Principal Mentorship Program, there is a place for targeted professional development. However, in order to best meet the needs of the beginning principal, the following suggestions are offered:

· Professional development should be based on the individual needs of the beginning principal. While some beginning principals would be well served by an “academy” approach that could compensate for gaps in preparation programs or focus on specific knowledge needed to be successful principal, the academy model should not be construed as a substitute for mentoring and by itself will not meet the needs of the beginning principal without providing an opportunity for reflective dialogue.

· The best approach to mentoring is through a local district based program or a regional collaboration that focuses on providing a trained mentor to the beginning principal to help him/her identify specific standards based areas of focus and provides time for the mentor and beginning principal to meet and engage in reflective dialogue.

· Planning for professional development should include the mentors, beginning principals, and regional partners (e.g. IHEs, ESCs, state associations) in order to better leverage resources that will support the needs of the beginning principal.
· Professional development for beginning principals should not be isolated from professional development on other district initiatives.
· Professional development for mentors should focus on mentoring skills and the need to align professional practice with the Ohio Standards for Principals and the expectations of the Ohio Principal Evaluation System.

· All professional development for beginning principals should focus on helping them derive the most benefit from the mentoring relationship and specific standards based skills/knowledge gaps that have been identified for the beginning principals.

· At times, it may be appropriate for the mentor and the beginning principal to attend targeted professional development together in order to deepen their mentoring conversations.

· Professional development for the mentors and beginning principals should be ongoing and collaborative.

· An essential criterion for professional development should be the actual impact on practice that can be linked to the professional development experience.
· All professional development should reflect the current state and federal priorities for education along with recognized best practices

· An overarching goal for all professional development should be to encourage reflection on and improvements to professional practice. 
Role of the Supervisor

Within the BPMP, the supervisor can support the new principal in several different ways:

· The supervisor should prioritize and leverage resources (e.g. finances, time) to support the BPMP.

· The supervisor should be knowledgeable about the expectations and structure of the BPMP.

· The supervisor should ensure the mentor assigned to the beginning principal is appropriately trained. 

· The supervisor may provide input into the process of matching the beginning principal with his/her mentor by helping to identify specific needs of the beginning principal.

· The supervisor should be fully aware of the structure and goals of the BPMP and fully support the participation of the new principal in the program.

· The supervisor should respect the confidential nature of the BPMP.

· The supervisor should ensure that the BPMP is separate from the evaluation process.

· The supervisor should ensure the new principal and mentor are fully aware of district policies and procedures.

· The supervisor should ensure the new principal and mentor are fully aware of the district’s performance expectations.

· The supervisor, to the fullest extent possible, should ensure the new principal is not “overloaded” with extra responsibilities in their first year.

· The supervisor should provide formative feedback to the new principal throughout the school year.

Although the confidential nature of the relationship between the beginning principal and the mentor must be respected, there should be recognition that there exists a three way relationship among the beginning principal, the supervisor, and mentor. Within that relationship, there are common areas of concern that will be discussed by all parties. Likewise, there will be some areas of dialogue that are better kept between the mentor and beginning principal or between the beginning principal and the supervisor. There may also be instances where, for accountability purposes, the mentor and supervisor will interact to discuss program expectations or (in rare cases) significant legal or ethical areas of concern. The graphic below attempts to capture the complex nature of these relationships:

	Areas of Dialogue for Beginning Principal, Mentor and Supervisor

	Common Areas for Beginning Principal, Mentor and Supervisor

	· Goals

· Safety Issues

· Ethical Issues

· Legal Issues
	· Professional Expectations

· District Policies 

· Bargaining Unit Contract

· Reflection on practice

	Mentor with Beginning Principal

· Driven by needs of beginning principal 

· Confidential, supportive conversations to discuss thoughts, feelings, job challenges 

· Reflection on professional practices
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	Supervisor with Beginning Principal

· Orientation to district

· Concerns about mentor and/or questions about mentoring process

· Confidential issues relating to staff or students that may lead to legal action

	Mentor with Supervisor

	· Confidential, mentor driven conversations about significant legal or ethical areas of concern

· Mentor driven progress updates – positives of beginning principal
	· Discussion of characteristics of school/staff/political context 

· Program Expectations and feedback


Program Assessment

On a quantitative level, the success of a mentoring program should ideally be demonstrated by establishing measureable indicators in three areas - improved student learning, increased principal effectiveness and increased teacher effectiveness. 

Student learning can be demonstrated in data on student achievement, student progress and the academic performance of student subgroups. Improved principal and teacher effectiveness can be demonstrated by those measures and also by overall professional growth as demonstrated in the Ohio Principal Evaluation System and the Ohio Teacher Evaluation System. 

While short term gains in these areas can result from leadership actions by a principal, long term gains must be demonstrated over (ideally) a period of at least three years of positive trend data. It is important to assess the BPMP to establish a cycle of continuous improvement in the overall program and also to document the impact of the program on the beginning principal. 

In assessing the impact of a Beginning Principal Mentorship Program, evidence should be collected in three areas – overall program quality, measures of student learning, and improved professional practice.

	PROGRAM ASSESSMENT EVIDENCE

	OVERALL PROGRAM QUALITY
	MEASURES OF STUDENT LEARNING
	PROFESSIONAL PRACTICE

	Number of beginning principals in program

Satisfaction and impact surveys of mentors, beginning principals, building staff and other stakeholders

Documentation of time spent on program and benchmarks

Teacher Retention Data

Mentor Retention Data
	Building Report Card Grade

Performance Index

Value Added Data 

Subgroup Data 

District Assessments

Grade Distribution

Attendance Data

Discipline Data

School Climate Data
	Self assessment of the beginning principal.

Ohio Principal Evaluation System Performance Rubric

Evidence of established goals

Observation and evidence of goal achievement

Reflection on goals

Completed professional development based on needs


Other Considerations

Funding & Sustainability
In a difficult economic environment, schools and school LEAs find it challenging to fund additional programs. However, given the long term impact on student achievement and teacher effectiveness, a mentoring program for beginning principals should be a priority. Another priority should sustainability. Many programs examined for this project had the advantage of being funded either through their state or external grants. Particularly in the area of external grants, there was no guarantee that the participating LEAs would be able to keep the program in place when grant funding ended. Suggestions for funding and sustainability include:

· District leadership should prioritize and leverage resources (e.g. finances, time) to support the BPMP in the same way that professional development for teachers is prioritized.
· LEAs should explore a train-the trainer model for mentor training and professional development to reduce overall costs of training mentors.
· LEAs should explore collaborative funding for a BPMP that could leverage resources across multiple LEAs (e.g. mentor training, a pool of trained mentors available to all LEAs, professional development on selected topics).
· LEAs should explore collaborative efforts with regional service providers and IHEs to implement a BPMP.
· LEAs should explore how internal resources within the district could be leveraged to provide financial support for a BPMP (e.g., SIG funding).
Technology
The use of communications technology (e.g., Skype, text messages, e-mail, Moodle, web based documents) should not be overlooked as a tool to implement a BPMP and also control costs associated with time and travel. Some suggestions for the use of technology include the following:

· Use web based tools to eliminate paperwork – e.g., create an electronic reflection log for the mentor and beginning principal.

· In order to maintain weekly contact, the mentor and beginning principal could use tools such as Skype to communicate at times that do not interfere with the daily duties of the beginning principal. 

· Documents for the BPMP could be placed on-line and made interactive for easy communication via e-mail.

· Artifacts and evidence of practice could be uploaded to a password protected site (e.g., Moodle) for review by the beginning principal and mentor.

· Mentor profiles could be placed on-line for review by the beginning principal and supervisor to facilitate matching.

Summary

PRINCIPALS MATTER! Research has consistently demonstrated school leadership is second only to effective instruction in impacting student achievement (Leithwood et al., 2010). Especially for low performing schools, it is critical that a building leader focuses on effective instruction and higher student achievement for all students. We believe a high quality principal mentoring program will provide the bridge between preparation programs and practice and help develop highly effective principals who will have the ability to successfully lead Ohio’s schools. As noted previously, the days of “sink or swim” must come to an end if we are to meet the challenges of today’s educational system. A beginning principal mentorship program is something every district should consider adopting to help ensure student success. 
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As part of this project, electronic copies of a variety of printed materials were reviewed along with website resources on induction/mentoring programs in states across the country. Finally, phone interviews were conducted with induction/mentor leaders at various national sites.
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Principal Induction & Mentoring Websites (From New Teacher Center)

	
	Organization
	Website

	1. 
	Alabama New Principal Mentoring Program
	http://alex.state.al.us/leadership/anpm.html

	2. 
	Arkansas Department of Education
	http://arkansased.org/educators/licensure/admin_induction.html

	3. 
	Association of California School Administrators
	http://www.acsa.org/MainMenuCategories/ProfessionalLearning/LeadershipCoaching/Coach-Resources/randr.aspx

	4. 
	Association of Wisconsin School Administrators
	http://www.awsa.org/displaycommon.cfm?an=1&subarticlenbr=201

	5. 
	Cardinal Stritch University: Principal Induction Program
	http://www.stritch.edu/principalinduction/

	6. 
	Denver Public Schools
	http://neweducators.dpsk12.org/induction_faqs

	7. 
	Denver Public Schools Foundation: Principal Leadership Development
	http://www.dpsfoundation.org/programs_principals.php

	8. 
	Illinois New Principal Mentoring Program
	http://www.ilprincipalmentoring.org/

	9. 
	Innovative Schools: Delaware Leadership Project
	http://innovativeschools.org/dlp

	10. 
	Kentucky Principal Internship Program
	http://www.lrc.ky.gov/kar/016/007/020.htm

	11. 
	Learning Centered Leadership: The Preparation and Support for the Next Generation of Kentucky’s School and District Leaders
	http://www.kyepsb.net/documents/ExecOffice/ELRReport.pdf

	12. 
	Leaders Mentoring Leaders: Mentoring New Administrators in Virginia Beach City Public Schools
	http://www.vbschools.com/accountability/evaluation_briefs/LML_EvaluationBrief.pdf

	13. 
	Merrimack Education Center (Massachusetts)
	http://www.mec.edu/profdev/k12principalasst.cfm

	14. 
	Missouri Department of Elementary and Secondary Education –Mentor Program
	http://dese.mo.gov/divteachqual/leadership/mentor_prog/

	15. 
	National Association of Elementary School Principals - National Mentor Program
	http://www.naesp.org/mentor

	16. 
	National Association of Secondary School Principals
	https://www.nassp.org/Professional-Development/NASSP-Leadership-Skills-Assessment-

	17. 
	New Jersey – Leaders to Leaders
	http://njl2l.org/

	18. 
	New Mexico School Leadership Institute
	http://www.nmli.org/

	19. 
	New York City Leadership Academy
	http://www.nycleadershipacademy.org/

	20. 
	Pennsylvania Inspired Leadership Initiative
	http://www.paleadership-region2.org/grow.shtm

	21. 
	Pennsylvania Principals Mentoring Network
	http://principalsmentoringnetwork.org

	22. 
	Regional Education Service Agency 6 (West Virginia): Principal Mentor Training
	http://resa6.k12.wv.us/page29.html

	23. 
	School Administrators of Iowa
	http://www.sai-iowa.org/mentoringfaq/

	24. 
	Schultz Center for Teaching and Leadership (Florida)
	http://www.schultzcenter.org/leadership_mentoring.shtml

	25. 
	University of Washington: Leadership for Learning
	http://depts.washington.edu/k12admin/l4l/index.html

	26. 
	West Virginia – principal mentoring training
	http://www.legis.state.wv.us/wvcode/ChapterEntire.cfm?chap=18a&art=3&section=2D


Interviews

1. Bonni Haber, Cardinal Stritch University, Director Principal Induction Program
2. Maggie Mitzel, Fargo Public Schools, New Principal Mentor/Coach
3. Yvonne Smith, New Teacher Center, Executive Leadership Lead Coach Chicago Public Schools
4. Christi Buell, Hillsborough County Public Schools, Coach
5. Cheryl Troyer, Consortium for Educational Change, Co-Director
6. Tim Carnahan, New Leaders for New Schools, Program Coordinator
[image: image8.png]| Beginning Principal Mentorship Frameworks |





For a BPMP, there is not one program design that will fit all situations. Some LEAs (particularly large urban LEAs) might prefer an internal program. Other LEAs may prefer to form a consortium to implement a BPMP. In district programs, the size and resources available to a district will certainly have an impact on program design. 

Included in Appendix A are graphical representations of what a BPMP might look like in a large district, a smaller district, and a consortium program. It should be noted that in all the different models, the role of the mentor and beginning principal are basically unchanged. The only notable difference is recognition that in a large district (e.g. an urban district) the mentor may be part of the evaluation system if there is a district peer mentoring and evaluation program.

The major differences between the large district and smaller district models are the different responsibilities for the mentor program director and the supervisor. These differences are designed to reflect the different resources (i.e. central office staff) that may be available to a district as they implement a BPMP. The consortium model is designed to reflect a model where different district would come together in collaboration with a regional service provider (e.g. ESC), a university, or a statewide professional association to implement a BPMP. 

However, in all of these program designs, the basic program guidance provided in this document should remain the same. 

Large District Model

[image: image9.png]Mentor Program
Director

Principal

Mentor

Beginning
Principal

districts)
«Coordinates district orientation process
«Coordinates professional development to support mentors and begining principals
«Coordinates program review and offers suggestions for program improvement

«Coordinates district allocated program resources
«Coordinates mentor selection and matching process (may involve a review committee i large
«Coordinates mentor training program

concern

+Evaluates beginning principal and may share responsibility for evaluation with mentor

*Receives progress data from mentor and beginning principal (e.g. time logs, professional
development activities, evidence of professional practice the beginning principal wants to
share)

«Assists with goal settingprocess
«Maintains communication with beginning principal and mentor to discuss appropriate areas of
«Participates in mid-year progress review

«Assists with goal settingprocess.

«Meets and supports beginning principal on a regular basis

«Attends mentor training and other provided professional development
«Participates in mid-year progress review

«Provides progress reports to Mentor Program Director and Supervisor
«May share responsibility for evaluation with supervisor

+Meets regularly with mentor and participates fully in the mentoring process
«Attends provided professional development

*Documents meetings with mentor, professional development activities, and maintains
evidence of practice related to goals

«Participates in mid-year progress review

+Sets SMART goals for leadership growth and student achievment J





Smaller District Model
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*Meets regularly with mentor and participates fully in the mentoring process
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evidence of practice related to goals
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Consortium Model

(Regional Service Provider or Professional Association)
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Duties of the Program Coordinator:

· Set fees for program participation and serves as fiscal manager for the program

· Coordinates district recruitment process

· Coordinates mentor recruitment process

· Coordinates mentor training process

· Coordinates mentor selection  and assignment process

· Identifies and coordinates appropriate professional development for mentors and beginning principals

· Coordinates program review & identifies area of program improvement

· Maintains communication with beginning principals, mentors and district liaison to discuss appropriate areas of concern and problem solves areas of concern
· Receives program documentation from mentor and beginning principal (e.g. time logs, professional development activities)
· Maintains program records

Responsibilities of District Liaison:
· Works with district personnel to allocates resources to support program

· Coordinates district orientation process

· Participates in program review process
· Assists with goal setting process 

· May evaluate beginning principal

· Receives progress data from program coordinator

Responsibilities of Principal Mentor:

· Assists with goal setting process

· Meets with and supports beginning principal on a regular basis

· Attends mentor training and other provided professional development

· Participates in mid-year progress review

· Provides progress reports to program coordinator

Responsibilities of Beginning Principal:

· Sets SMART goals for leadership growth and student achievement

· Meets regularly with mentor and participates fully in the mentoring process

· Attends provided professional development

· Documents meetings with mentor, professional development activities, and maintains evidence of practice related to goals

· Participates in mid-year progress review

[image: image14.jpg]Ohio Beginning Mentorship Program Framework

Experiences based
upon individual and
local needs

Selection and training
of effective mentors

Leverage of experience
and resources to effect
system change and
support beginning
principals




[image: image12.jpg](Ohio

Department
of Education





Urban Principal
Endorsement Standards
	Ohio Program Standards 2009  Grades P – 12



	


	The Urban Principal Endorsement may be added to any standard principal license or certificate following completion of an approved program of preparation for this endorsement. The endorsement shall be valid for the same ages and grade levels as the principal license or certificate that is held by the candidate obtaining the endorsement. The approved program of preparation for the endorsement shall include an extensive structured internship during which the candidate demonstrates effective urban leadership practices.




	
	


	
	


OHIO URBAN PRINCIPAL ENDORSEMENT STANDARDS

	Standard 1. 

Urban Principal candidates help create a shared vision and clear goals for their schools and ensure continuous progress toward achieving those goals. 



	1.1 Candidates explicitly model the values and behaviors they want the school community to reflect.

	1.2 Candidates design and promote a school culture that values and rewards effective teaching and increased learning.

	1.3 Candidates articulate a shared vision of continuous school improvement.

	1.4 Candidates demonstrate the ability to establish SMART goals, and monitor progress toward achieving established goals.

	Standard 2. 

Urban Principal candidates support teachers in the implementation of high-quality standards-based instruction that results in higher levels of achievement for all students. 



	2.1 Candidates recruit, develop, and support quality teachers who work effectively with students in an urban environment.


	2.2 Candidates implement a variety of strategies for the assessment and evaluation of teachers.

	2.3 Candidates know, understand and promote best practices based on the Ohio Academic Content Standards.

	2.4 Candidates share current research and theory on effective, culturally relevant instruction to reduce the achievement gap.



	2.5 Candidates have in-depth knowledge of effective instructional practices and develop safety net strategies to address the needs of ethnically, linguistically, and economically diverse students.

	2.6 Candidates identify, analyze and use multiple data sources to evaluate student work and use as a basis for improving instruction.

	2.7 Candidates promote and support the use of multicultural curriculum materials and resources for classroom instruction.


	Standard 3. 

Urban Principal candidates understand the change process and demonstrate skill in initiating and managing change.

	3.1 Candidates use knowledge of current research-based practices on change theory, and apply those practices to the urban school context. 

	3.2 Candidates understand the process of innovative change and how it impacts school improvement initiatives.

	3.3 Candidates establish linkage networks for continuous improvement with other schools and agencies. 

	3.4 Candidates demonstrate the ability to frame problems from within their schools in order to facilitate, lead, and monitor change.

	Standard 4. 
Urban Principal candidates establish and sustain opportunities for teachers to engage in collaborative learning and shared leadership that promote learning and achievement of all students. 

	4.1 Candidates demonstrate the ability to customize professional development content, deployment, and delivery to meet the diverse needs of both individuals and groups in urban settings.


	4.2 Candidates provide meaningful, job-embedded professional development that is differentiated, relevant, and empowers teachers to share experiences.


	4.3 Candidates link professional development to teachers' needs, based on teacher and student data.


	4.4 Candidates demonstrate skill in deploying and assigning human resources within their building to support high levels of student learning.


	Standard 5. 

Urban Principal candidates engage families and community members in the educational process and create an environment in which community resources support student learning, achievement, and well-being. 

	5.1 Candidates demonstrate skill in building interpersonal relationships, and communicating clearly with all stakeholders.



	5.2 Candidates demonstrate cultural competency skills by building upon the students' experiences, prior learning, talents, culture, and family values as a way of improving learning.


	5.3 Candidates identify and maximize resources (e.g., social services, libraries, business partnerships) to support students and families.


	5.4 Candidates value and support non-traditional family structures.
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