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I ntroduction

Nationa and state level research confirm that professiona support is often lacking for new
school adminigtrators. Particularly in the first two years of practice, principals as well as other
adminigrators are faced with an extensve set of learning needs and chalenges-a period of “sink
or svim”; and yet induction programs rarely exist, and support if even offered, varies
consderably from didtrict to digtrict. (For purposes of this report, induction will be defined as
the process used, from time of hire, to prepare, support and retain new administrators.)

With the advent of teacher induction programs, we have learned that an effective induction
program dramatically impacts our ability to attract, train and retain new teachers. Given this
research and experience with teacher induction programs, it would follow that didtricts that
provide systematic induction and support programs for new administrators are more likely to be
successful in developing and retaining effective leaders.

The purpose of this report isto research and summarize practices and guidelines being
implemented for adminigtrator induction programs. Apart from the fact that induction programs
areardatively “new phenomenon” and avallable information and data are limited, there were
additional complexitiesin both researching and defining “promising practices’ in administrator
induction programs.

One important issue pertains to the quality and extent of pre-service and preparation experiences
of new adminigrators. When looking at induction programs “in isolation,” as opposed to a
continuum of expectations prior to hire through post induction, there is the implication that new
adminigrators are beginning at the same starting point. Yet, areview of administrator
preparation programs would show that offerings and requirements vary sgnificantly.

Furthermore, whether anew adminigtrator participated in an Administrator Aspirant Program
and/or lengthy internship prior to hire will certainly impact the kind of support needed during
induction. In some places, pre-service is considered as part of induction. Hence what might be a
good entry point for induction based on pre-service experiences may hot be suitable for another.
Given this perspective, it would be important to take in to consideration “prior knowledge” and
pre-service experiences when designing an effective modd for induction.



Another critical issue, when designing an induction program, is to clearly identify the purpose or
purposes. A review of research shows that there can be at least two purposes. One obvious
purpose for induction programs is to support and assst new adminigtrators. Many of the
programs noted are designed to address this purpose...and do so well, i.e. Californiaand South
Carolina. However, in other places, support and assstance are also linked to a second purpose -
t0 “assess’ the performance of beginning adminigtrators for licensure, i.e. Louisanaand
Kentucky. When assessment is linked, some programs have “added” expectations, which may
be in the form of a portfolios or additiond testing requirements. Therefore, clarifying the intent

or purpose of an induction program is key to the design an effective program.

The following report addresses three aspects of adminigtrator induction programs.

1. identification of attributes and “promising practices’ for adminidtrator induction
programs. We refer to characteristics of administrator induction programs as attributes or
“promising” practices, as opposed to “best” characteristics or practices, snce most of
these programs are relatively new, and formal assessments of effectiveness are
unavailable;

2. summary of research on exigting administrator induction programs-induding
internationd, Sate, academy, regiona, and local digtrict moddls, and

3. results of our Connecticut Survey on Administrator Induction, which was designed based
on the feedback from severa focus groups.

We bdieve this datawill be very vauable to defining the characteristics of adesrable induction
program-whether implemented at a didtrict, regiond, or Sate-leve.

At thetime of this report, identification of administrator induction program models by the
Connecticut State Department of Education, as one component of the revisons required by the
new Guiddinesfor Administrator Evauation and Professond Development, was not complete.
However, these modd district plans will be posted on the Connecticut State Department of
Education website as they are identified.



Table of Contents

Acknowledgement
Introduction
Summary of the Connecticut Administrator Induction Survey Results
Attributes and “Promising Practices’ for Administrator Induction Programs
A Tdeof Two Loca Adminigtrator Induction Models
0 A Regiond Modd: CT Association of Schools Moded Plan
0 A Didrict Modd: Bridgeport Public Schools
Summary of Research of “Promising” Practices
o0 State Department of Education Programs
0 State Academies, Regiona and Didtrict Programs
0 Adminigtrator Induction Programs Outside the United States
Conduding Thoughts

References

Appendix



CT Administrator Induction Survey Summary

The following pages summarize the results of the CT Adminisirator Induction Survey devel oped
and digtributed in April 2003. The survey questions were formulated based on three focus group
conversations. One focus group consisted of participarts atending the Connecticut Association
of Schools Mentor-Mentee Program:-representing new administrators, mentor adminisirators, and
adminigtrator aspirants. The other two focus groups memberships represented a broad range of
adminigtrator postions, locations, and experiences across the state of CT.

Dr. Dde Bernardoni, Principa, Wintergreen Interdistrict Magnet School, Hamden

Sdly Biggs, Assstant Principa, South Windsor High School

Dr. Ann Clark, Superintendent, Fairfield Public Schools

Dr. Elizabeth Feser, Superintendent, Windsor Public Schools

Dr. Allen Fosshender, Assstant Superintendent, Joel Barlow High School, Redding

Kathleen Higgins, Principa, Sliney School, Branford

Dr. Linda lverson, Principd, Pitkin Elementary School, East Hartford

Dr. Chridina Kishimoto, CT State Department of Education

Dr. Karen Ligt, Assistant Superintendent, West Hartford Public Schools

Fran Rabinowitz, Bureau Chief, CT State Department of Education

Dr. Gilbert Rebhun, Principal, Ridge Hill School, Hamden

Dr. Thomas Russo, Principa, Smith Middle School, Glastonbury

Dr. Virginia Seccombe, Executive Director, LEARN

Paul Stringer, Principal, Weaver High School, Hartford

Dr. Diane Ullman, Assistant Executive Director, CREC

Dr. Jay Voss, Director of Curriculum and Instruction, Regiona Didrict #9

In terms of digtribution of the survey, adminigtrators throughout CT were contacted via e-mall
and asked to complete the survey on-line, or submit viafax or regular mall.

We had atota of 205 respondents representative of the variety of adminigtrator rolesin CT. A
summary of the results and open-ended comments are very informative. The actud focus group
questions and the survey questions can be found in the Appendices.
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Administrator Induction Survey Summary

Demographics

» Total number of respondents— 205 School L eaders
0 56% - Principds
0 12% - Superintendents
0 11% - Assstant Superintendents
0 11% - Assdant Principas
0 1% - Curriculum Leaders and Specid Education/Pupil Personnd Leaders

» Yearsof Experience asan Administrator
0 60% - 10 yearsor more
0 20% - 5-10years
0 20% - 1-5years

» Typeof District

0 54% - Smal Suburban (Student Population below 5500)
22% - Large City (Student Population 10,000+)
12% - Large Suburban (Student Population 5500+)
11% - Smadl City (Student Population below 10,000)

(ol elNe)

General Information

Purpose of Adminigtrator Induction

> 94% bdieve tha the primary focus of the adminigtrator induction phase in year one
should be directed towards both management and leadership issues.

Differentiation vs. Consistency
» 71% bdievethat adminigtrator induction programs should be differentiated by
experience and position, tailored to the individua to the greatest extent possible
> 29% bdievethat adminidrator induction programs should be standard with smilar
expectations and activities for dl new adminidrators
Aspirant Programs

»> 87% rated participating in an adminigtrator aspirant program as very important or
important



Length of Induction

» 63% said adminigtrator induction programs should be 2 years
» 27% sad 1year

> 9% sad 3years

> 1% sad4-5years

Most Important Components of Administrator Induction Programs (out of 19 items)

A support team to include a mentor, peer(s), and a supervisor
An assgned mentor

An orientation provided by the digtrict

Participation in a network of adminigtratorsin “like’ postions
Required vigtations by the mentor

Shadowing a mentor

Participation in anetwork of “new” adminidrators

Top 7 Most Important Components

for Administrator Induction Progran
(# of respondents indicating "most important")

> #1-
> #H2-
> #3-
> #4-
> #5-
> #6-
> #I-
200
175+
15017 .,
1251 |
100 17 |
7517
5017 |
251
O_ Support Team
> #8-
> #9-
>
>
>
>

120 120

90 88 85

Assigned Mentor Orientation Network in"Like"  Visitationsby Mentor ~ Shadow Mentor
Positions

Required vigtations by the supervisor
Attendance at conferences

#10- A peer ina“like pogtion” from within the district (not trained as a mentor)
#11- Scheduled meetings with key Central Office administrators

#12- Required vigtationsto other schools

#13- Sdf Assessment inventories

81

Network of "New"
Administrators




#14- Regularly scheduled meetings with the supervisor

#15- Mentor shadowing the beginning administrator

#16- Attendance at PD workshops on identified topics

#17- Feedback from other congtituencies — 360° feedback

#18- Portfolio

#19- A peerina“liké’ pogtion from outside the digtrict (not trained as a mentor)

YVVVYVVY

Mentor and Support Teams
Selection of Mentor

> 37% indicated that criteria should be established by the district and any administrator
who meets the criteria may participate

> 25% fdt the superintendent, supervisor or personnel director should select_

> 23% fdt that sdlection should be based on any administrator who volunteers with the
approval of the superintendent

» 15% said that mentors should be sdlected based upon anyone who volunteers

Mentor Training

» 83% rated mentor training for administrator mentors as very important or important

Assignment of Mentor

» 46% fdt assgnment of mentor should include input from beginning administratorsin
addition to the digtrict and potentid mentors

> 39% fdt assgnment should be determined by the district and potential mentors only

> 15% fdt assgnment should be solely determined by the district

Support Team

» 65% indicated that whether you have a peer colleague assgned or not, the mentor
should be sdlected from within the district
> 35% indicated the mentor should be selected from outside the district



Most Important Considerationsfor a Mentor (out of 8 items)

#1- Someone geographicaly accessble

#2- Someonein a“like’ pogtion

#3- Someone fromwithin the didtrict

#4- Someone with many years of experience

#5- Someone from outsde the didrict in a“like digtrict
#6- Someone from outsde the digtrict

#7- Someone of the same gender

#3- Someoneclosein age

VVVVVVYYY

"Most Important” Mentor Characteristics
(# of respondents indicating "most important™)

Geographicaly "Like" Position Within District Many Yearsof ~ OutsideDistrictIn  Outside District Same Gender Closein Age
Accessable Experience "Like" Position
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Importance of Mentor Attending PD with Beginning Administrator

YVVVYVYVYY

> 55% rated joint attendance as very important or important
> 45% fdt thiswas lessimportant

Professional Development

Top 7 Topicsfor Focusduring Year One Induction (out of 21 items)

#1- Useof Observation to Improve Teaching and Learning
#2-  Parent Communication

#3- Legd Issues

#4-  Time Management

#5- Standards for School Leaders

#6- School Climate

#7- Facilitating Collaborative and Shared Leadership Practices

Top 7 Topics for PD in Year 1

(#of respondents.in rank order)

2007

1757

1501
1251
1001
757
507

NN N NN

257

107 1US

Use of Observations  Parent Communication Legal Issues Time Management Standards for School School Climate

VVVVVYVYVVVVVVYY

Leaders

#8- Useof Data

#9-  Implementing a School Improvement Plan
#10- Safety Issues

#11- Planning and Facilitating Meetings and PD eg. PTA, g&ff, PPT, SAT
#12- Effective Write-ups

#13- Becoming a Change Agent

#14- Looking a Student Work

#15/#16- Evduating Margind Performance
#15/#16- Progressve Discipline

#17/#18- Use of Technology

#17/#18- Working with Adult Learners

#19- Deding with Diversty

#20- Evduating Non-Certified Staff

#21- Other

11

103

Facilitating Collaborative
and Shared Leadership
Practices




Freguency of Scheduled Timefor PD (out of 7 items)

#1- Hdf day rdease time morthly

#2- Full day release time bimonthly

#3- Full day rdleasetime 4 timesayear

Full day release time monthly

#5- 2-3 days of ascheduled orientation conference once a year
#6- Haf day release time bimonthly

#7- 2-3 days of a scheduled orientation conference twice a year

VVVVVVY
13

Preferred Frequency of Scheduled Time for PD

Twice a Year

B Half Day Orientation 2 - 3
Bimonthly Da;ys O Half Day Monthly
12% 7|/° 20%

Full Day Bimonthly

Once a Year 18%

Orientation of 2 -3
Days
12%

O Full Day MontthJ \D Full Day 4 Times A

15% Year
16%
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Standardsfor School Leadersand Portfolios

Demonstration of Application of Standardsfor School L eaders (out of 5 items)

> 45% bdievethat each district should determine process for demonstration of SSL
> 30% bdievethat demongtration would be best through a collection of
examples/evidence gathered from practice

» 20% bdieve*” onthejob” observations would be best
> 5% believe aportfolio would be best
» Lessthan 1% said “other”
Best Demonstration of Standards for School Leadel
(# of respondents indicating their preference from five items below)
200
175
150
125+
100+
751
501
254
O.
Digtrict Should Collection of "On the Job" Required Portfolio Other
Determine Examples/Evidence Observations Similar to BEST
From Practice

Length of Timefor Demonstration of Standardsfor School Leaders
» 53% indicated 2 years
» 18% indicated 3 years
> 13% indicated throughout the career
> 12% said oneyear
> 4% sad 4-5years

I mportance of a Portfolio Requirement
» 13% sad very important

> 33% sad important
> 54% bdieveit islessimportant
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If Portfolios were Used, Who should Deter mine Expectations/Requir ements

> 48% bdievethedistrict

> 27% bdievethe supervisor and beginning administrator
» 17% sadthe state

» 7% said the supervisor

What Type of Portfolio Most Effective

> 52% bdievethat aportfolio should not be required during induction period. Consider
portfolios as an option during the professona growth period.

> 24% bdievethat the mogt effective portfolio would be a collection of artifacts taken

from“ on the job” work that reflect SSL

16% bdlieve that areflective portfolio that represents performancein all aspects of job

responsibilities with suggested categories for collection

4 % believethat a portfolio with specific requirements to create, collect, and assess

performance of the SS. would be most effective

4% believe aportfolio modeled after the Yr 2 BEST teacher portfolio would be most

effective

vV YV Vv

Which Components of BEST Program for Teacherswould be Valuable for Administrators

» 62% sad mandatory assgnment of a mentor

> 32% said required attendance at specified meetings, smilar to the BEST program
modd for teachers

» 5% sad aportfolio requirement including video tape

» 1% said other

Components of the Current BEST Progran

Seen As Valuable for New Administrators
(# of respondents indicating "value" of each of the four items)

2001

1751

150+ 120

125

1001

D
N

751

501

10 3

2517

Assignment of Mentor Required Attendance at Portfolio Other
Specified Meetings
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Dispar ate Responses between Principals/Assistant Principals from
Superintendentg/Assistant Superintendents

Differentiation vs. Consistency of Administrator Induction Programs

» 84% of Principals and Assistant Principals fet that the induction programs should be
differentiated by experience and position, tailored to the individud to the greatest extent
possble

> 59% of Superintendents and Assistant Superintendentsfelt that the program should be

standard with smilar expectations and activities for adl new adminigrators

Assignment of Mentor

» 60% of Superintendents and Assistant Superintendents thought mentors should be
“determined by the didtrict and potential mentor”

» 61% of Principals and Assistant Principals thought mentor assgnment should “aso
include input from the beginning adminisirator”

Scheduled Timefor PD (top 3in rank order)

» Principals/Assistant Principals Superintendents/Assistant Superintendents
1- HAlf day rdease monthly 1- Full day reease bimonthly
2- Full day release monthly 2- Full day release 4 times ayear
3- Full day rdlease bimonthly 3- Half day release monthly
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Dispar ate Responses among Size of Districts

Most Important Considerationsfor a Mentor

» Whereas all other districtsrated thisitem as important, large suburbs fdt it was less
important to have a“peer in a“like pogtion” from within the district (not trained as
mentor).”

» Whereas all other districtsrated thisitem as important, large cities rated “regularly
scheduled mestings with the supervisor” as very important

» Whereas all other districtsrated thisitem as lessimportant, small suburbs rated
“feedback from other condtituencies-e.9.360° feedback” as important

» Whereasall other districtsrated thisitem as mogt important, small cities rated having “a
mentor in a*“like’ pogtion” asimportant

» Whereas all other districtsrated thisitem as mogt important, large cities rated “ someone
with many years of experience’ as|essimportant

Selection of Mentor
» Large citiesindicated that “ mentors should be determined by the district and potentia

mentor” whereas all other districts sdected “including input from the new adminigtrator”

Attending PD with Mentor

» Large citiesindicated that it was very important to attend PD with mentors
» Large suburbsindicated that it was important
» Small cities and samdl suburbs thought it was lessimportant

Top 7 Topicsfor PD

> All digtricts selected:
0 Useof Obsarvationsto Improve Teaching and Learning
Parent Communications
Time Management
Legd Issues
Standards for School Leaders

o O O o
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» Large and small suburbs sdected the same 6 out of 7, (the 5 above) plus “Facilitating
Collaborative and Shared Leadership Practices” However large suburbs sdlected
“School Climate’ and small suburbs selected “ Safety |ssues” as their 7" item.

» Large and small cities sdected the same 6 out of 7, (the 5 above) plus “ School Climate.”
However large cities selected “ Implementing a School Improvement Plan” while small
cities selected “ Facilitating Collaborative and Shared Leadership Practices’ and “Use of
Data’ (tied item for 7") asthe 7" item

» Only small suburbs did not choose * School Climate’

> Only large cities did not choose “Facilitating Collaborative and Shared Leadership
Practices’

» Only small suburbs chose “ Safety |ssues’

If Portfolios were Used, Who should Deter mine Expectations/Requir ements

» Large suburbs believe that “ supervisors and beginning administrators should determine
expectations’ while all other districtsidentified “the digtrict” as the determiner of
expectations.
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Open Ended Comments from Survey

Question: Anything elseyou’d liketo add or should be addressed?

Superintendents

Thank you for seeking my input on this information.

Adminigrators put in many hours - long weeks and long days. Induction needs to be a source of
support and hep. Too many extra demands on time will make it a burden and further discourage
teachers from becoming administrators.

Communication with gppropriate congtituent groups is so important to success of any leader and
must be thought through carefully whether initiating a change or smply modifying a routine.

As part of the induction process, require that the new administrator be part of a network of
professonaswho hold asimilar pogtion, i.e, Principas Inditute, etc.

Structured self-assessment around the Standards for School Leaders, with mentor and supervisor
input and required strategies for growth and development yearly.

Our didrict is so smal that an induction has not been used before.

| am not afan of portfolios. | see them as useful only for those folks who aren't likely to be
reflective about their work. | think there are other ways that are less time-consuming and more
productive for prompting reflection on aready over-worked administrators. Regional mentor
support groups, organized by the local RESC would be one such method. The formdization of
this process can become a burden on what is aready aburdensome position if one's not careful.
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Assistant Superintendents

Portfolios should not be mandatory. Mentors should be selected from the local digtrict as much
as possible. Persond characteristics and knowledge of leadership are of paramount importance
for real success

| believe a beginning administrator should demonstrate competencies based on the Standards for
School Leaders; however, | don't think the type of vehicle for demongtration should be
prescribed. Some competencies are best demonsirated through observation, video, etc. Others
may be best demongtrated by data or work samples. A portfolio might work if adminigtrators are
alowed to determine the contents and present the evidence to evauator(s). -- Just my thoughts

Each person who becomes an administrator comes with a pattern of strengths and weaknesses. It
isimportant not to overburden with a"one szefitsdl" approach. Why not develop an andyss
of strengths and weaknesses at the onset of the position and identify ways to address the needs?
The most common problem that | see with new adminigtrators is that they want to change things
and make "thelr mark” too early on in the postion before they understand fully the dynamics of
what they are dedling with. Disgtrict philosophies are quite different. | would hate to have an
adminigtrator mentored by one from a didtrict who did not believe in the qudity schools and
continuous improvement that are foundations for us.

Is there any way in which to make the adminigtrator aspirant experience part of the linkage
between teacher and administrator evauation plans? This linkage would dlow digtrictsthe
option to grow administrators and alow them to focus resources to that end.

Principals

As the job becomes more extensgive, training in laws and sate regulations and policies dedling
with juveniles. Also much assistance with management/discipline that is effective and positive.

Collaboration with a mentor and reflection are two very important elements of administrator
induction. Maintaining a portfolio that promotes reflection and is not itsalf an onerous task
would be worthwhile to a new adminigirator.
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Principals Continued

Most importantly, the god of this program should be to support not stress out new
adminigrators. Filing numerous requirementsis counter productive. It is chalenging enough
adjusting to oné's first adminigtrator position. Help not hindrance should be the motto!

Y ou must not ignore issues of race in deding with initid administrators. When | became a
principd, | was assgned a mentor from adigtrict 25 miles away that | never saw or even talked
to. I, however, went to the inner city and found an administrator of asmilar race working in a
school that had students that 1ooked like mine for the support that | needed. That ishow | got
through the first two years of being a building principd.

Adminigtrator induction is so crucid, especidly these days asit is difficult to find and retain

good people. Traning/Mentoring/Professona Development al need to be MEANINGFUL. A
daterun progran that isa""one szefitsdl™ does not fit the bill. Every didrict is different in
terms of the expectations of the school and the community. Clearly, with an experienced
principd, these skills are transferable to any digtrict. However, with a new adminigtrator, the job
can be (and usudly is) overwhelming. Skills that are learned need to be practiced in the setting in
which they will be evauated. With so many "systems' within aschool, a change at one end will
affect things at the other end. A new adminigtrator needs to see thisat work. Currently, | am a
mentor to a new assstant principal and | aso have anew assstant principa. | can see
differences in the waysin which each reflects on their progress. | actudly fed that my mentee
(being in the program) is more open to feedback and more introgpective about her success and
falures. Without a doubt, adminigtrative jobs requireit dl! The time demands are great and it
takes savvy people skills and a thorough understanding of school law. This comeswith practice,
day in and day out. A meaningful induction process that has high standards, some "tegth” and
rich in support, is essentid for the adminigtrator, the digtrict, and the profession as awhole.

| believe that feedback from teacher, students and parentsis an important part of assessing an
effective adminigrator.

The induction program should be based on principles that support reflection and growth, not on
accountability and standardization.

When | became a principa 4 years ago, | didn't receive support of any type, and | had only
worked as a classroom teacher. | struggled through my first year, but a mentor would've saved
me many problems and much sress. | fdt fortunate that | at least had professiond friends and
colleagues to fal back on, but I wouldve welcomed avisit once in awhile from someone |
couldve bounced ideas and concerns off of without feding like | was imposing.
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Principals Continued

With what will soon become ared shortage areq, is there any thought being given to using
retired adminigtrators to fill the need for mentors?

Veteran administrators need PD on the SSL as well as new inductees. Professond dialogue
about data driven decision-making and professiond accountability is badly needed & dl levelsto
make school reform truly successful.

Beginning adminigtrators not only have to adjust to anew community of learnerd/parents/staff,
but aso to the organization of time and curriculum. | fed a portfolio would be overwheming
initidly. Time management and getting acquainted with the school and community isa priority.

Keeping in mind, that theword "overload” is synonymous with school adminidrator, | highly
recommend that al requirements of an induction program be supportive in nature and that they
not add to the beginning administrator's workload.

What to do about the occasiond, but powerful, longing to return to teaching? Arranging
professond development out of the magician's hat is much more daunting in redl life than during
course work.

An internship/practicum of required hours under the supervision of a current adminisirator seems
to be mogt effective. | have my second teacher observing and reflecting and it works. My first
teacher has ajob as an assgtant principa and could not have been successful this year without
my close supervison.

As much as principas wis/need to be educationd leaders, alarge amount of timeis spent in
management, due to budget limitations and/or personne limitations which do not sufficiently
daff schools a the adminidretive leve.

Assistant Principals

The beginning adminigtrator needs to work closdy with the supervisor to learn the philosophy,
policy, and mindset desired for the position. There should be daily communication to facilitate
reflection on the issues of the day. There should be daily feedback if the new adminigtrator has
grayed from the norms. Unlike my beginning years, supervisors must internalize the belief that
the beginning adminigtrator has val uable contributions to share. The unspoken need in anew
adminigrator induction program is yearly training for supervisors before the start of the school
year. Supervisors must dso learn to improve their supervisory skills and manner of working
cooperaivey with the new adminigtrator.
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Assistant Principals Continued

After more that five years as an adminigrator, | have to say that most administrators enter on the
assstant arincipd leve unlessthe job is curriculum related. The assistant principd isthe busest
person in the district. To expect a new admin to develop a state mandated portfolio is unredidtic.
To require attendance a standards related professona development would be most helpful. The
APjobisalready 12-15 hours too many days aweek. The AP needs release professiona
development time to spend in meaningful workshops. Perhaps a collection of reflection from the
professond development hours written during the professond development gathering might be
the most helpful of dl. Plusit would not require more time that an AP does not have.

Director of Human Resources

The answer to many questions in this survey redly depends upon more information being
provided.

Curriculum Leader

A peer colleague and/or a mentor (not necessarily with specid training) is very important. One
within the didtrict is hdpful in some ways, and one from outsde the didrict is hepful in different
ways. Some things mentioned in the survey are good as options but | would not like to see too
many things "mandated.”

| believe that state mandated requirements over and above the digtrict roles and responsibilities
would be a hindrance to successful leadership and performance during an induction period.
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Attributesand “Promising Practices’ of

Administrator Induction Programs

Listed below are many of the criticd atributes and characterigtics found in the administrator
induction programs reviewed. Once again, we wish to highlight two important factorswhich
impact the design and attributes of induction programs.

The firg is the purpose or purposes for which the programis intended to address, e.g. support
and assistance or support and assessment for licensure. The second factor is the importance of
considering the pre-service period, which may or may not include common requirements across
preparation programs.  Reviewing internship requirements, specified coursework for 6 year
programs, the pedagogy of program format, and participation in an adminisirator aspirant
program will dl have an impact upon which dements may be most vauable or necessary during
the induction period.

Among al of the program attributes noted below, the two most frequently identified as key
components to new adminigtrator induction, both from our CT Survey and extensive research are
“mentoring,” and “orientation.” (Orientation generdly includes professond development.)
Smilarly, the results of arecent Oregon Research Report/SAELP Survey in 2002 confirmed that
“the assgnment of a supportive and well-qudified mentor during the first year on the job would
be expected to result in a more effective adaptation to the adminigtrator role and chalenges.”
(See Oregon Research Report 2002 in the Appendices). As such, we will describe mentoring
and orientation in greater detall at the end of this section; specificaly which characterigtics of
these two components have been identified as most effective.

» Induction Facilitator
= Thisisgenerdly an experienced adminisrator who is designated to
oversee or facilitate the orientation program and assgnment of supervisor,
mentor and/or support team

» Mentor and/or Support Team

= Asnoted above, mentors are one of the key attributes of induction
programs. Mentoring programs will be described in great detail a the end
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of this section. Support Teams are an expansion of the mentoring concept.
Membershlp may include:
Either a trained mentor to coach, guide, vist-who isaso familiar
with the policies, procedures of the digtrict, or
atrained mentor (from outside or another level) and a“paired
colleague’ from within the didtrict and,
any other staff who would be a resource given the needs, interests,
and position of new administrator

» Mentor Training and Expectations (See Section on “Mentoring”)
= Mentoring, aong with orientation, is akey atribute of al induction
programs.

> Orientation (See Section on “Orientation”)
= Thisfeature, dong with mentoring, isthe other key attribute of induction
programs. Orientation generaly refers to meetings with new
adminigtrators that begin close to the time of hire and are designed to
orient new adminigrators to their didtrict, Site, and responghilities.
Orientation may aso include scheduled professiond development
opportunities throughout the year.

» Opportunity to learn and apply standards for leader ship
= Thislearning may occur through a mentor, supervisor, and/or professiona
development workshop. It may or may not include a portfolio or collection
of artifacts.

» Trainingfor supervisors
= Supervisng administratorsis not the same as supervisng teachers; yet

there is generdly no specific training offered for supervison and
evauation of adminigtrators. Leadership expectations and performance,
standards, entry plans and expectations, facilitating a school improvement
plan process, and professiona development planning are just some of the
areas supervisors need to address. Providing training on specific topics as
well as assuring that consistent expectations are being applied between
and among supervisorsin adidrict is highly beneficid.

» Regularly scheduled supervisory visitations and feedback conferences
= Inorder to ensure that new administrators are well positioned for success,
more frequent supervisory meetings are suggested during the induction
period. Among the issuesto discussare;

- clear expectations for position and specific needs of school or
departments. Share cultural normg/expectations of the digtrict.
entry plan and appropriate timing for changes
due dates for reports and expected attendance at identified events
school/department improvement plan and progress indicators
issues and progress noting commendations, recommendations, and
gpecific suggestions for growth
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» Opportunitiesfor professional socialization and collabor ation

Participation in anetwork or cohort with other “new” adminigtrators from
within and outside the district. According to the results of the SAELP
research previoudy mentioned, opportunities to share and discuss with
other novice administrators the issues of adaptation and trangition as well
asthe actud adminigrative chalenges being faced in one's school would
be expected to increase a beginning administrator’ s ability to succeed
during the first year on the job.

Participation in a network with “like’” adminigtrators from within and
outsde the digtrict

» Attendance at workshopsand confer ences based on interests and needs.

These may occur as two-three hour PD sessions, haf day or full day
workshops.

» Participation in atwo-five day conference or retreat

These are generadly held pre- and/or post-first year of role

» Vigtationsto other schools and districts

Opportunities are encouraged to visit other schoolsinduding thet of the
mentor, schools within and outsde the digtrict, as well asidentified
schools with smilar demographics, which have demonsirated high student
achievement. For example, as part of the sate of Louisanainduction
process, a database has been devel oped whereby new administrators can
plug in their own school demographic data and find Smilar schools that
may have higher sudent achievement results. New administrators would
be expected to vigt that school.

» Multiple opportunitiesfor self assessment, feedback, and reflection with
targeted professional development based on needs

Sdf-assessment inventories are made available with opportunities for
reflection with amentor eg. ELSI, ISLLC Inventory, Leadership Style
Inventory, Conflict Management Style, Assessment, etc. Areas may be
identified to incorporate into a professona growth plan.

Adminigtering surveys can be beneficia, particularly when coupled with
the opportunity to reflect on those results with amentor e.g. school climate
survey, staff, parent, and student surveys, etc.

» Useof avariety of pedagogiesfor learning

Using multiple formats for learning is extremely vauable e.g. case sudies,
samulations, study groups, seminars, reading and discusson groups,
presentations by expert practitioners, attendance at national academies or
conferences, etc.

» Use of technology to provide additional support and accessto information

Some programs have begun to use web based professiona development,
on-line communication, and mentor telephone hotlines.
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Orientation and Professional Development

For New Administrators

For purposes of this report, orientation will refer to two aspects of administrator induction:

I. Meetings with new administrators that begin close to the time of hire and are designed to
orient new adminigtrators to their new digtrict, Ste, and respongbilities

[1. Ongoing, regularly scheduled professona development opportunities throughout the year
to address areas of identified importance

Theinitid orientation isintended to make connections and provide information to help the new
adminigrator fed welcome and comfortable, and become familiar with only the limited
information needed as an overview and for the start of school. Depending upon the number of
new administrator hires, these components may be held as agroup or individudly. As part of
this orientation, the following may be considered:

» theidentification and introduction of a mentor and/or support team

> theintroduction of the new adminigtrator to other district administrators and key
members of the digtrict and community

» Anoverview of digrict information and resources.

Depending upon the length and frequency of meetings, the following are some suggested topics
that may be incorporated into orientation sesson(s).

> ldentification of Key District Resour ce Staff e.g. Facilities Supervisor,
Business Director, Personnd, Curriculum Leaders, etc. Note who is“first line’
contact for questions.

> ldentification of Community Resour ces
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> Overview of Digtrict Policiesand Procedures
=  Organizaiond Structure

= Digrict Strategic Plan
» Budget and Facilities Management
Budget Preparation and Management
School and Ground Maintenance Procedures
Transportation
Custodia Staff
= Didgrict Professona Development Plan
=  Policy Manud
=  Parent, Board, and Community Rdations... and Media Communications
= Adminigrator Supervison and Evauation Plan (including digtrict
expectations for administrators e.g. attendance at board meetings, budget
mestings)
= School Improvement Planning Process
= Sexud Harassment Policy
= Bullying and Discipline Palicies (induding suspenson and expulson
procedures)
= Safety and Emergency Procedures Plan
= Hiring Process, Personnd Issues, and Staff Supervison and Evauation
Key Contract Issues e.g. after school meeting times, stipends,
absences, etc.
Certified and Non-certified Staff Evaluation
New Teacher Supervison
Non-renewal
Progressve Discipline
= Specid Education and Student Support Procedures
PPT, IEP, Inclusion, In Didtrict and Out of Didrict Placements
Child Abuse, Suicide, Student Assstance Teams, Crisis Teams,
and available digtrict and community resources

= Curriculum, Technology, Ingructiond Priorities, and Assessment
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= Cdendar of Mgor Events and Report Due Dates

In addition to the topics noted above, there are generdly regularly scheduled professiona

devel opment opportunities throughout the year for new administrators to meet as a group or
cohort around leadership and management issues. These may be held by the didtrict, if there are
severd new hires, or a aregiona center. These may have required attendance because of
digtrict priorities and/or individuaized growth plans, or be optiond.

The frequency of scheduled meetings may range from monthly to three to four times annudly,
with amesting time frame of anywhere from two hoursto afull day. Some orientation
programs use a retreat format ranging from two to five days.

The format and pedagogy of meetings are best when varied, providing opportunities to discuss,
question, reflect, aswell aslisten.

The topics listed below are frequently identified as areas of interest and concern to new
adminigrators. Thefirgt 20 items are listed in rank order of priority asidentified as most
important in the CT Survey of Adminigrators.

Use of Observationsto Improve Teaching and Learning

Parent Communication

Legd Issues

Time Management

Standards for School Leaders

School Climate

Facilitating Collaborative and Shared L eadership Practices

Use of Datato Improve Student Learning

© © N o g b~ wDdPRE

Implementing a School Improvement Plan

10. Safety Issues

11. Manning and Fadilitating Mestings and Professiond Devel opment
12. Writing Effective Summétive Evduaions

13. Becoming a Change Agent

14. Looking at Student Work

15. Supervisng and Evduaing Margind Performance

16. Deding with Staff Misconduct and Progressve Discipline
17. Use of Technology

18. Working with Adult Learners

19. Deding with Diversity
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20. Evauating Non- Certified Staff

We have dso included below Kent Peterson’ s findings asiit relates to administrator induction and
adminigrator professond development. In hisaticletitled “ The Professond Development of
Principds Innovations and Opportunities’ Peterson makes the following recommendations.

Recommendationsin the Design of Professional Development for Principals

>

>

Firgt, the programs should be career staged, with specidized training for aspiring,
new, and experienced principas.

Preparation programs and professiona development program curricula should be
linked and coordinated to expand learning and reduce redundancy. Preparation
programs could initiate discussions with PD programs and independently map
their offerings againgt their own. Perhgps most productive would be a
collaborative effort to map curriculum, conceptua models, readings, and
ingtructional gpproaches across both preparation and PD programs availablein a
date or district. This could be followed by discusson of the different topics,
skills, and knowledge that each set of programs could provide and when. Findly,
edtablishing regular meetings to continue coordination across programs would
increase the alignment and consistency of offerings

Programs should provide a set of intensive experiences over asgnificant period
of time, combining multi day retreats with daylong and partid-day experiences.
Programs should be organized over the year to minimize disruption of school
activitiesand principa leadership.

Professond development must address the needs of well trained school leaders
who have completed exigting programs but who want to deepen their skillsina
gpecific area. These may involve: study groups, advanced seminars, reading and
discussion groups, presentation by current thinkers or expert practitioners,
attendance at nationa academies or conferences, or opportunities to become
coaching, facilitators, or trainer themselves.

Programs should make careful, logical use of the newer information technologies.
These might include Internet-based learning e.g. streaming video, online
discussions, or telegphone coaching.

Programs need to deeply engage the participants in thinking reflection, analys's,
and practice with a strong component of coaching and feedback.

Attention should be paid to the symbols and culture of the program. Programs
should build strong cultures among participants to enhance learning, to foster
commitment to PD, and to build strong relations between these future leaders.
The location and setting of the programs should communicate importance,
professonalism, and quality. Ceremonies and celebrations should be used to
enhance the identification with the program.
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Characteristics of Effective Mentoring Program

John Daresh, a professor of Educationa Leadership at the University of Texas at El Paso, isa
leading expert on the topic of administrator mentoring. In his book “Leaders Helping Leaders: A
Practicd Guide to Adminigtrative Mentoring,” he reports that studies have shown that beginning
adminigtrators who are in their first year of service in a school system tend to encounter
problemsin three digtinct aress

1. Roaleclarification — Understanding who they are, now that they are principas, and how
they are to make use of their newly discovered authority

2. Limitations on technical expertise —How to do things that they are supposed to do
(according to job descriptions)

3. Difficultieswith socialization to the professon and individual school systems-
Learning how to do thingsin a particular setting (Iearning the ropes)

He ds0 notes that, while there is quite a bit of research on effective mentoring programs for
teachers, the research on effective mentoring programs for adminigtratorsis limited. However,
the information that will be described on the next few pages is based on mentoring programs
designed expresdy for adminigtrators, athough primarily principals, and represents the key
findingsto date.

As previoudy stated, most of the available research is based on adminisirator mentoring
programs for building principals. Perhgpsthisis o because the principa ship is often the entry
point from teacher to adminigtrator, unless someone has served in an assstant principal position.
Even if one has been fortunate enough to have this prior experience, oncein the principa
position, the expectations, responsibilities, and accountability are significantly higher, and, asthe
saying goes, “the buck stops here.”

In the report by New Visions for Public Schools “Meeting the Leadership Chalenge: Designing
Effective Principal Programs,” scholars have described the first few years of being principd asa
developmenta process, with phases of anticipation, survivd, disillusonment, isolation, overload,
rgjuvenation, and reflection.

To address this developmenta process, New Y ork City and New Visions for Public Schools
embarked on afour-year sudy in which they desgned a variety of principal mentoring programs
for sx of the NY C didtricts. The digtricts ranged in size from 6,000 to 42,000 students and in
achievement from the lowest to the highest performing schoolsin NYC. As part of this project,
they studied what made some mentoring programs more successful than others and how they
could mog effectively structure their principal mentor programs.

Based on this study, the following factors were recommended as design principles for ahigh
quality principa mentor program:
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Mentor principas, whether currently leading a school or former leaders of schools, must
have a sound record of success. Except in specific ingtances where other skills are called
for, mentors should be expert ingtructiona leaders with solid knowledge about current
learning theories, curriculum, assessment and school organi zation.

When sdlecting mentors, superintendents should seek to gppoint leaders with astrong
ingtructiona knowledge base who are reflective, compassionate, good listeners, good
communicators, flexible, unsdfish, proactive, accountable, willing to be available,
positive, achange facilitator, and able to speak the hard truth. Mentors should aso be
resourceful (ready with suggestions and willing to pursue areas of need), organized, and
st god's (measurable goals).

Matching principas with their mentors should be done purposefully and carefully.
Mentors should be expert ingtructiona |leaders who have successful experience with
schools smilar to the mentees, and mentors with particular strengths should be provided
to mentees with parald needs.

When sdlecting current principals as mentors, care must be taken to select only those
principals whose schools are sufficiently sirong o that the school will not suffer asa
result of the time and energy spent by the principa serving as a mentor.

Mentors and mentees should be given guiddines and clear expectations about the
parameters of the program, including determination of areas of work, confidentidity (will
the mentor communicate with supervisor?), accountability (goas to be addressed), and
minimum time commitments (these should differ depending on whether the mentors are
leading their own schools, but at a minimum include telephone calls once every two
weeks and four school vigts).

Mentors should have, or be given, an understanding of context: a) a clear sense of the
digtrict’ s priorities, learning philosophies, curricula and assessment and (b) information
about the achievement data, demographics, and community of the menteg' s schooal.

Mentors need support and programs should provide opportunities for mentors to meet
periodicaly as agroup to study adult learning and ways to enhance the mentoring
experience.

Mentors who are currently leading their own schools should be willing to open up their
schools and faculty members to the mentee. Mentors who are no longer leading ther
own schools should be given access to successful schools for menteesto vigt.

Mentors who are currently leading their own schools should mentor no more than two
principas a atime. Mentors who are no longer leading their own schools should,
depending on other commitments, mentor no more than S principals a onetime.

Mentors should be compensated for the enormous amount of time and energy they are
exposed to spend with and on behdf of their mentees.
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Other factors they mention:

» Mentors should provide adminigtrative and managerid support. Mentees need to learn to
determine priorities and maintain focus, prepare to open the school, schedule, work with
the budget, structure arrivad, dismissd, and lunch, interview and hire, etc. Mentors
should provide emotiond support during the various crisis and chalenges facing anew
adminigrator. This support isvery critica.

» Mentor-mentee relationships should be participatory, confidentia and non-supervisory

» Providing amentor from the same didtrict as the menteeis not as clear a benefit as
making an appropriate match of mentor and mentee.

» Mentors no longer leading their own schools are generdly able to give moretime to
mentoring.

» Geographicd availability can be an obstacle-whether it isared issue or just a perceived
limitation.

» Lack of receptivity of the mentee to mentoring may require the mentor to find
congiructive ways to establish aworking reationship.

Peggy Hopkins-Thomas, former director of the Wake Leadership Academy in Raeigh, North
Carolina, describes very smilar characteristics of effective mentoring programs for
adminigtrators. She describes the key components as.

» Organizationa Support
0 The superintendent is epecidly critical for ensuring the success of amentoring
program. Mentors are more likely to schedule time with their protégésif they
know the practice is valued in the organization.

» Clearly Defined Outcomes

0 Program outcomes must be clearly specified and include details of knowledge and
skills attained.

» Screening, Sdection, and Pairing
0 The sdection and screening process for mentor and protégésis critica. Mentors
must be highly skilled in communicating, lisening, analyzing, providing
feedback, and negotiation.

» Training Mentors and Protégés
0 Traning for mentors should build communication, needs analys's, and feedback
skills. Training for protégés should include strategies for needs andlysis, sdif-
development using an individua growth plan, and reflection.

» A Learner-Centered Focus

o0 Feedback should focus on reflection, address that which the protégé can control
and change, remain confidentia, and be timely.
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In the book by Y oung and Sheets, “Mastering the Art of Mentoring Principals,” they list 22
suggestions as “the keys to a qudity mentoring program.”  Among those not previoudy
mentioned are;

» Trug isessentid to the success of any relationship. Sharing and reflection must be
open, personal, and honest.

» The mentor must help the protége discover self-awareness killse.g. Who am 1?
What do | think? What do | believe? Whom do others see and what do they hear

when | speak?

» Communication must be frequent, ongoing, comfortable—and initiated by both.
Scheduling times in advance facilitates the communication process. Both mentor and
mentee must be willing to invest time.

» Mentor and mentee must be able to accept congtructive criticism from each other.

» Mentor must avoid being protective of the mentee and/or overlooking weakness of
performance or character.

» Mentor and mentee must focus on the persona and professiond qualities of
leadership.

» Mentor must help the mentee establish a professiond network system with other key
individuals and leaders affecting the educationa organization.

» Mentor and mentee must have a sense of humor!

In addition to the above, there were severa other comments noted in the research worth
mentioning:

» Mentees should be clear about the role and expectations for mentors. This can pave the
way for heightened receptivity to mentor involvement.

» Effective adminigtrators are not aways effective mentors.

> Itisdso important to alow for a changeif the match is not successful.
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A Taleof Two Local Modds

» A Regional Model: The CT Association of Schools Administrator
Mentor Mentee Program

> A District Moddl: The Bridgeport Administrator Induction Program



A Regional Moddl: The CAS Administrator Mentor Mentee Program

Features:

» Pool of Mentors

» Assignment of Mentors

» Training of Mentors Provided During Professional Development Sessions

» Opportunitiesto Shadow Mentors

» Mentor Manual Provided

» Professional Development Offerings Designed for Both Mentorsand Mentees
> Presentersarea Combination of Current Practitionersand Outside Consultants
» Network of Regional Administratorsin “Like’” Positions

» Electronic Opportunitiesarein the Planning State

o CASalso offersa conferencefor aspiring administrators-a two day
resdential program for educators consdering administration *

* The Hartford Public School District has also developed a district model for an Aspiring
Administrators’ Academy. (See“ Hartford Aspiring Administrator’s Academy Report” in the
Appendices).

The Adminigtrator Mentor Mentee Program is guided by the CAS Principas Center’s
Adminigrator Mentor Program Committee, under the direction of Tom Galvin, and meets
severd times ayear to discuss and review the program format and agendas.

Superintendents recommend mentees, and experienced adminigtrators from across the state
volunteer to be mentors. The mentor provides modeling, support, advice, feedback, ideas, and
guidance-a person who listens and encourages growth. An orientation/training program is built
into the mentor-mentee sessons. Mentors and mentees are matched in as close a geographica
proximity as possble and a Smilar levels. Same didtrict matches are avoided for the most part
to expand the perspectives in the relationship. However recent experiences with urban digtricts
demondtrate the importance of matching mentors and mentees within digtricts. For small
suburban digtricts, matching within district may not dways be feasible.

In addition to the persond contacts of the mentor and mentee, the Center provides professiona
development programs specifically designed for the mentor-mentees to attend together. These
programsinclude direction and ass stance to the mentors and menteesin how best to develop a
meaningful professona mentor-mentee relationship. CEU’ s are awarded for the successful
completion of each program.

This year, aseries of four 2-3 hour programs were offered.

Orientation Program — After awelcome by Ted Sergi, Commissioner of Education, the
mentor- mentees were guided through introductory activities and participated in a sudy
and discussion of leadership issues. The participants planned their goals and objectives
for their year of working together.
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Legd Issuesin School Adminigration: teacher evauation, publications, FOI,
technology, discipline and due process— Attorney Tom Mooney

Mediaand Good Public Reations- Anne Baldwin and Diane Alverio, Media Marketing
Conaultants
0 Alternative program “Achievement Gap, presented by Dave Maoney, Principa
of Branford High Schoal, was offered to mentors who may have previoudy
participated in the Media workshop.

Experience Isthe Best Teacher —a series of workshops from which participants could
Seect
o “Every Child A Graduate— A Framework for an Excdlent Education for All
Middle and High School Students’ - Fecilitator: Paul Cavaiere, Sage Park
Middle School, Windsor, CT

o0 “Survivd Tecticsfor New Adminidrators’ — Fadilitators. Laura Boutelier,
Assigtant Superintendent, Rocky Hill Public Schools, Cori-Ann Marino, Griswold
Middle School, Rocky Hill, CT

0 “Frg ThingsFirs — Prioritizing Tasks During an Adminigretor's Early Years”
Fecilitator: Dr. Rolfe Wenner, Consultant (former principa and superintendent).

o “Hiring New Staff-Making the Best Choices’ — Fadilitators: Dr. Gilbert Rebhun,
Ridge Hill School, Hamden, and Kathleen Higgins, Sliney School, Branford, CT

0 “TheRolesand Responshilities of the Union” — Facilitator: Dr. Chrigtine
Mahoney, Eagt Granby High School, and Chris Silvers, Director of Affiliation and
Member Development, CEA. Topics. Grievances, Negotiation, Teachers Rights
(Deveoping Working Relationships with Administrators).

0 “Addressng the Achievement Gap’- David Maoney, Branford High Schooal,
Branford, CT

0 “Useof CMT Data-A Discussion of How to Take Advantage of Resultsto
Improve Learning” — Facilitator: Susan Ford, Director of Curriculum and
Development, Berlin Public Schoals, Berlin, CT

0 “God Seting-School Based Improvement Planning” — Fecilitator: Dr. Linda
Iverson, Pitkin Elementary School, East Hartford, CT

o “Implementing Change to Improve Teaching and Learning” — Facilitators. Dr.
Tom Russo, Smith Middle School, Glastonbury, Dr. Larry Nocera, Glastonbury
High School

This year, 120 mentor and mentees from throughout the state participated in the program.

In addition to the above program, thisyear CAS piloted an Urban Administrator
Mentor-Mentee Program in an effort to attract new urban adminigtrators. Prior to this
time, there were few urban administrator participantsin the program. This pilot was
designed to determine and meet the unique needs of urban principas. A survey of topics
was administered at the start of the program and professond development offerings were
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provided based on the survey results. While some of the same topics and presenters were
offered, the sessons were held separately so that the cohort was composed entirely of
urban principas.

In addition to the topics previoudy mentioned, the following two programs were aso
offered:

0 “FresdeChat’ —Useof Daato Improve Ingruction” — Dr. Phil Streifer, Uconn,
NEAG School of Education

0 “Creating a Culturefor High Achievement” — Dr. Joseph Hoff

Urban Mentor-M entee participants were also welcome to attend any of the winter-spring
Principals Center/CAS professona development programs at no cost.

There were 45 urban Mentor-Mentee participants in this program.

See CAS Mentor-Mentee Program brochures in the Appendi ces.
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A Digrict Modd: The Bridgeport Administrator Induction Program

Features:
» A Didrict Program Facilitator
» New Administrator Needs Assessment Survey
» Three Separate Orientation Programsfor New Principalsin Year One, New
PrincipalsIn Year Two, and New Assistant Principalsin Years Oneand Two
0 Program Format
= Monthly Two Hour Group Sessonsin Year One
= Quarterly Groups Sessonsin Year Two
= On-site Coaching
District and Outside Presenters
Resour ce Books and Articles Provided on I dentified Topics
Network of New BPS Administrators
Encouraged Participation in CAS and CES Professional Development and Other
Professional Organizations

VYV VVYV

0 Bridgeport also offersan Administrator Intern Program — a yearlong
training program for selected teacherswho ether currently hold 092
certification or will be éligible by the end of the year, and aspireto
adminigtrator positionswithin the Bridgeport Public Schools

In order to provide a continuum of differentiated |eadership devel opment experiences that will
attract, train, & retain urban educators from within the Bridgeport Public Schools, the BPS offers
both a pre-service administrator preparation program, called the Administrator Intern Program
for teachers and a new Adminigtrator Induction Program for new administrator hires.

Adminigrator Induction Program

The Adminigtrator Induction Program offers three strands and is provided to al new building
adminigtrators. One strand is for new principasin year one; a second strand for principasin
year two; and athird strand for new assstant principasin years one and two. The god of these
programs is to provide ongoing training, coaching, and support tailored to the unique needs and
interests of the new administrators' respective positions and experience.

In 2002- 2003, the BPS served atota of 32 new administrators- 7 new principasin year one, 8
new principasin year two, and 17 new assstant principasin years one and two. Monthly group
sessions were held for principasin year one; and separate bimonthly group sessions were held
for principasin year two and new assstant principasin years one and two. Individua support
was dso offered to new content area SUpervisors.

Because mogt of the new adminigtrators come from within the BPS and have collegial

relationships within the system, forma mentors were not assigned. However, the role of the
Program Facilitator is dso to mentor and provide additiona coaching and assistance.
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The program begins with an initia orientation and survey of leadership and management topics,
related to the Standards for School Leaders, to determine the new administrators' priorities for
content and sequence of topicsto be addressed. (See survey on the next page). The survey
results then inform the topics and presenters sdlected for the regularly scheduled sessions
throughout the year. In addition to the presentations provided by the Program Facilitator, district
supervisors, key administrators, and regiona experts are tapped as well to address specific
topics.

Sessions are designed to be a combination of presentation of information and opportunity to
discuss the day-to-day issues that have surfaced for the group. Sessionsinclude an overview of
CSDE documents, BPS policies and procedures, supervision and evauation, leadership sdif-
assessments and inventories, and curriculum, ingtruction and assessment.

Among the perceived benefits of the program by participants, the opportunity to meet regularly
with other new adminigtrators was one of the most valued components. Socidization for new
adminigratorsis key to reducing isolation, and increasing reflection and collaboration.

While the monthly group sessons address educationd leadership training in generd, the on-gte
coaching attempts to meet the varying developmental needs of each participant, the requirements
of each of their respective roles and responsibilities, as wdl as the unique chalenges of each of
their assgned school settings. New adminigtrators, as well as veteran adminigtrators, dso
participate in “Learning Waks’ in schools throughout the digtrict.

Adminigrator Intern Program

The Adminidrative Intern Program — based on a“ grow our own” concept- is offered to BPS
teachers, who show strong leadership potentia and hold 092 certification or will have the
certification by the end of the year. The purpose of this yearlong intensive program isto prepare
selected candidates for adminigtrative positions within the Bridgeport’ s schools, athough
participation in the program does not assure a future postion.

Participants are required to attend after school bi-weekly seminars addressing leadership skills
and didrict policies and procedures. Administrator interns attend a two-day leadership
conference and have the opportunity to shadow and work with a Bridgeport administrator mentor
for at least eight days over the course of the year. Assigned readings, reflections, and a project
are additiona requirements. Presently, this program provides 100 hours of training.

Many of the current administratorsin the digtrict have participated in the Adminigtrator Intern

Program. More than 50% of the administrator interns who have participated in this program
have been hired as adminigtrators.
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New Administrator L eadership and Management Survey

» Orientation

Overview of the New Adminigtrator Program

Didtrict Policies, Procedures, and Expectations Including IFL
Overview of CSDE Guidelines and Documents including SSL
Adminigtrator Evaluetion

Teacher Evaluation

O oO0oo0Oo0oo

Please indicate the order in which you' d like the topi cs discussed:

> School Culture
0 What Messages Do Y ou Want your School to Send...and How to Make it Happen
0 Maintaining Pogtive Communication with Staff, Students, Parents, and the
Community
0 Panning School Eventsto Accomplish Y our Purpose
0 Building Teamsfor Shared Leadership
0 School Climate Surveys

> Review of the Academic Instructional Program
0 Curriculum Overview K-12
0 Language Arts, Mathematics, Science, and Socid Studies
0 Specid Discipline Programs

> L eading the Instructional Program

Role of Principd as Ingructiona Leader
School Improvement Plan process

School Goals

Student Expectations for Learning
Professona Development, CEU Procedures

OO O0OO0Oo

> Supervision and Evaluation

Saff Evauation

CCT

Using Obsarvations to Improve Teaching and Learning
Progressive Discipline

New Teachers and the Role of Mentors

Differentiated Supervison and Effective Evauation Practices

O O0OO0OO0O0Oo

> Using Student Data for Strategic Planning
0 Data Sources and Disaggregating Data
0 Using Datato Inform School God's and the School Improvement Plan
o Aligning Curriculum and Assessment
0 Looking at Student Work
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> Student Policies and Procedures
0 Student Hedlth Issues
0 Child Abuse/Neglect
0 Codeof Distipline
0 Student Assstance Teams

> Keeping Your Schools Safe
0 Roleof Security Personne
0 Anticipating Safety Issues: What to Watch for
0 Being Proactive: Proceduresto Put in Place

> Technology in Education
0 Adminigrator Use of Technology
0 Professona Development Opportunities
0 Integration of Technology and Curriculum

> Special Education
0 Roadleof Principa
0 Review of Key PPT/IEP Procedures and Legd Issues
0 Practicesto Promote Success for Specia Education Staff and Students

> Proper Maintenance of School Facilities
0 Deding with Sefety Concerns
0 Generd Maintenance and Improvements
0 Procedures and Processto Follow

> Parent and Community Relations

BPSMisson

Working in Partnership with Parents and the Community
School Leadership Teams

Working with Diverse Backgrounds and Perspectives
Resources Avallable to Schools

O O0OO0O0O0o

> Site Based Budgeting

How to Allocate Resources to Improve Student Learning
Which Items will be Funded from the Site Budget?

How to Plan and Project for these Budget Items

Who should be Involved in the Process?

O 00O

» Personne and Hiring
0 Wha isthe Didrict Process for Hiring...and When Doesit Begin?
0 Reviewing Resumes
0 How to Interview and Hire the Bext

» Other Topics (please write below):

Name:
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Administrator Induction Programs Required by States

Adminigrator induction programs are a rdatively new “phenomenon.”  While teacher induction
programs have been required and encouraged for quite some time, attention to administrator
induction has only begun to take root within the past 3-5 years. Many of these programs are il
“pilots’ or undergoing modifications and revisons as feedback and eva uation information is
gathered.

Attention to this need appears to have been aresult of severd issuesincluding: 1) perceived
adminigtrator shortages and hence, a more concerted effort to attract, train and retain
adminigtrators; 2) arecognition of the increased demands and challenges faced by administrators
and the need to provide support and professiona development particularly to the newest leaders;
and 3) the standards based reform movement and the development and introduction of leadership
dtandards as part of licensure and evauation of adminigtrators.

While there are adminigtrator induction programs being initiated and implemented at the digtrict
or regiona leadership academy level, much of the impetus for the establishment of these
programs appears to be driven by state licensure or state mandated requirements. However,
given the current climate of diminishing budgets and resources, some states have held off or have
had to put “on hold” legidation requirements for induction. i.e. Missssippi, Cdifornia, Kentucky
and Delaware. The desgn may bein place however it isjust not required. Delaware, asa small
date, may be attempting to implement their program through private grant funding.

The recent inception of these programs, changing status of |legidation related to thisinduction,
and lack of research and up-to-date information on this topic has made data collection
chdlenging. Therefore, this summary does not include dl states and only summarizesthe
information gathered by the completion date for this report.

As previoudy noted, mentoring and orientation programs are common threads across required

induction programs. Prior to reading descriptions by State, | have extracted severa components
from state plans that contain additiona festures of interest.

» Arkansas requires mentorship training and mentorship guidelines are currently being
developed.

» Kentucky usesatraining manua. See Appendices.

42



L ouisiana includes atwo —year induction to the principa ship with both face-to-face and
online components. Thelr use of technology is exceptiond. There is afocus on school
improvement plans and use of data, and vistations to innovative schools with Smilar
demographics to interview principals and discuss effective school practices. Mentors are
assigned and aso assess their own mentees portfolios.

M assachusetts outlines specific standards for induction programs. The date intent is “to
support not ingtruct” ... provide mentors to al categories of leadership... and assign a
trained mentor and support team.

Mississippi and Arkansas require portfolios during pre-service preparation.

Mississippi SDE provides two days of joint training for the mentors and new principas
a the beginning of the program. Dr. John Daresh, Chairman of the University of Texas a
El Paso's Department of Educationa Psychology and Specid Services, leads the two-day
training. The mentor, principal, and program coordinator continue to work together for
the rest of the year.

New Jer sey requires al individuas who are entering initial employment as school
principas to undergo an assessment of performance conducted by a state-approved
assessor. The performance assessment process involves an evauaion of management and
leadership skillsthrough avariety of exercises that Smulate the actud job functions of a
school principd. The purposeisto evaluate an individua's strengths and wesknesses so
that the individud's mentor and schoal didtrict can plan an individudized training

program that meets his or her specific needs.

Oregon requires the SDE to give qudifying districts in need up to $3,000 per year for
each digible beginning teacher and adminigrator to help with program cogts. Didtricts
can use this stipend to compensate mentors for their mentoring services

South Carolina includes a one-week summer indtitute and three or more one-day follow-
up sessionsto provide training in essentid |eadership and management skills (as opposed
to “after school” professond development). Mentors are assigned from anearby didtrict.
The Leadership Academy trains mentors and reimburses mentor travel expenses.
Leadership Academy staff conducts one on-Ste vist during the year. The State
Department of Education paysfor al training costs related to the New Principas
Academy.

T exas includes a process where principas select and undergo a principa assessment.
This 30-day assessment process is a series of job-related activities that require the
principa to demongrate the Standards for the Principa Certificate. The process includes
a dructured sdlf-assessment and on-the-job experience. Based on the assessment results,
esch principa develops a professiona growth plan directly related to the Standards for
the Principa Certificate, which prioritizes professiona growth needs. The results of the
assessment and the professiond plan are for growth purposes only.
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» Tennessee includes a component for new adminigtrators to complete a customized
professond development program developed jointly by the principa, superintendent,
university and mentor.

» West Virginia includes induction under performance evauation not licensure.

While the purpose of this report is to focus on adminigtrator induction from the time of hire,
there are severd innovative practices used by states to help recruit and prepare school leaders
thet are worth mentioning.

» Louisana- Louisand s new leader certification structure includes an optiond leve for
teacher leaders. This option provides an avenue for teacher to assume leadership rolesin
school and didtricts while developing ingght into the respongibilities of school-leve
adminigtrators. The SBESE and Department of Educeation’s Office of Qudity Educators
awarded four $25,000 grants to pilot Teacher Leader Ingtitutes to provide professiona
development, beginning Nov. 2002. These ingtitutes will expand the pool of potentia
leaders by helping teachers who exhibit potentia develop their leadership knowledge and
skills. Candidates who complete the Teacher Leader Indtitute will be digible for the
Teacher Leader Endorsement.

» Mississippi - The state offers the Mississippi School Administrator Sabbatica Program,
which provides money to locdl digtrictsin need of administrators. Thisdlows qudified
teachersinterested in becoming school administrators to take a paid leave of absence for
one schoal year, during which they participate in an gpproved, full-time adminigtrator
preparation program. Teachers agree to work as adminigtrators in the sponsoring school
digrictsfor at least five years. To enter a preparation program, candidates must complete
aportfolio demondgtrating successful teaching experiences, leadership ability,
interpersona skills, professond deveopment and writing skills.

» North Carolina— The Principd’s Executive Program (PEP) sponsors a Developing
Future Leaders Program to identify teachers who have leadership qualities and encourage
them to pursue careersin school administration. They aso sponsor a Leadership
Program for Assgtant Principals.

» Maryland- In terms of recruitment for future leaders, Towson University sponsors
severd unique programs. Assstant Principd’s Indtitute, Indtitute for Women in
Leadership, and Program for Teacher Leadership.



Listed below are many of the Satesthat require or a least have administrator induction
components “on the books’ as part of their professond licensure-and may or may not be“in
practiceg’ at thistime. All of these states use state standards or the ISLLC standards to
benchmark and design programs..

Arkansas

Arkansas has a two-tier syslem of adminigtrator licensure, the Initid Building-level
Adminidrator License and the Standard Building-level Adminigrator License. Theinitid
licensg, if for grades P-8 or 7-12, lasts up to three years and is nonrenewable. It requiresa
candidate to hold a stlandard teaching license, have five years of teaching experience with aleast
three at the grade leve for which licensure is sought, and hold a graduate degree that includes an
internship and a portfolio based on the Principles for Licensure of Beginning Administrators.
The portfolio must be assessed by program faculty and at least one externd evaluator to ensure
the program’ s quality and integrity.

Once candidates obtain an initid license and employment, they immediately begin working

toward the Standard Building-level Administrator License for grades P-8 or 7-12, which isvadid

for five years. To recaive this cetificate, a candidate must participate in a mentoring experience
during the period of initial license (one to three years). The mentor should have & least three
years of relevant administrator experience, hold a slandard teaching license and compl ete
mentorship training. Mentorship guidelines are currently under development. Candidates for
the standard license must also score 158 or higher on the School Leaders Licensure Assessment
within the three years of initid license.

California
2000 hill - AB 1892

Assemblyman Darrdll Steinberg proposed legidation to establish the Cdifornia New

Adminigtrator Support and Assessment Program.  The program was to provide intensive
professond induction for administrators Smilar to that aready provided to new teachers. It
involved support and mentoring by experienced administrators to help first- and second-year
administrators successfully transition into their new positions. The program was to contain a
performance assessment to provide feedback to new adminigtrators. The bill required the
Superintendent of Public Ingtruction to evaluate the program'’s effectiveness two years after its
implementation and report to the legidature. It passed both houses of the legidature, but

Governor Davis vetoed it because of its high price tag.

2001 bill - AB 75

A bill cregting a Principd Training Program came before the Cdifornialegidature as the
governor'sinitiaive. This bill would train all administrators, not just new ones. It differsin other
ways from AB 1892, in that the program would, until July 1, 2004, provide incentive funding to
provide school administrators with instruction and training. It does not contain a specific
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mentoring component, but it requires training programs to involve at least 80 hours of
"continuing intense individualized support and professional development.”

Ddaware

Ddaware s certification sysemisin trangtion. The Delaware Professona Development and
Accountability Act of 2000 proposed a two-tier licensure systemtinitid and continuing license-
for dl educators. If gpproved by the State Board of Education, the continuing license will be
retroactive to July 1, 2001, for dl adminigtrators, and the initia license will go into effect in
2002-2003.

Regulations cresting three school |leader certificate- School Principal, School Leader | and School
Leader I1-are currently before the Professond Standards Board for approval.

During the three years of the initial license, school leaders are required to complete the Delavare
New School Leader Induction Program that includes:

A performance assessment based on ISLLC standards

A certificate of praficiency in gpplying the Delaware Performance Appraisd System |1

A mandatory mentoring program focusing on weaknesses identified by the performance
assessment

Targeted, standards-based professond development

Evidence that their work meets ISLL C standards as determined by the Delaware
Performance Appraisa System |1, which includes a student achievement component
After successfully completing the induction period (with no more than one unsatisfactory
annud evauation during the three-year period), administrators receive a continuing
license

YV VVYVY
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[linois

Illinois Education Committee reported out SB 972 on March 28, 2001, which would have
established a New Administrator Support Program. The bill was then referred to the Rules
Committee, which took no action.

lowa

lowaintroduced a bill that directs the department of education to administer a school
adminigtrator mentoring and induction pilot program to promote excelence in school
adminigration, strengthen educationa leadership sKills, build a supportive environment within
school digtricts, increase the retention of quality administrators, and promote the persona and
professiond well being of administrators. The department allocated $350,000 and would fund
the pilot program costs from moneys alocated to the department under the federal Goals 2000:
Educate AmericaAct. Findings and recommendations were to be reported to chairpersons and
ranking members of the senate and house standing committees on education and of the joint
subcommittee on education appropriations by December 15, 2003.
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Kentucky

Kentucky has atwo-tier licensure system for school principas. Licensure requires certification
from an accredited program and then passage of the School Leaders Licensure Assessment and a
Kentucky assessment. Principas then have five years to secure alicense,

Upon becoming a principa or assgtant principa, the candidate is automatically issued a one-

year provisond certificate and completes the Kentucky Principa Internship Program (KPIP)

during the first year of employment. Each beginning principal is assigned a three-member
committee composed of a mentor, a university professor, and the superintendent or
superintendent designate. Mentors are chosen from current principals. They participatein a
state university leadership training program and must pass a test to be certified as mentors. A
second-year support network is provided by volunteer mentors and managed by the Kentucky
Department of Education. The state has developed a program handbook. Principals must meet
the ISLLC standards and are evaluated by a three-member committee based on observations and
an |SLLC aligned portfolio. Principals must pass the evaluation to retain their jobs. A $400,000
annua date gppropriation funds the program through payments to the university faculty for

training, participation on committees, and travel related to committee work. In addition, mentors
receive $1000 for their work.

Upon successfully completing the internship, the candidate obtains the Professond Certificate
for Ingtructiona Leadership.

Louisana

Louisana has atwo-tier licensure sysem. Once a candidate is employed in aschool or digtrict

leader postion with aLeve | certificate, he or she must enrall in the two-year Educationa

Leader Induction Program (formerly the Principa Internship Program) and complete the

program within three years. A university facilitator and a veteran principal mentor guide
candidates. The program includes a two —year induction to the principalship with both face-to-
face and online components that build new school leaders capacity to provide instructional and
administrative leadership. Principas are required to attend two technology workshops and an
introduction to Blackboard training for addressing the Standards for School Principasin

Louisana They also need to develop portfolios addressing the Standards for School Principals
in Louisiana, to document activities that support their school improvement plan’s student
achievement goals, and to work with a mentor who visitstheir site. The mentor assesses the
portfolio.

In the second year of training, principa interns focus on teaching, learning and professona
development. They visit innovative schools to interview principals about effective school
practices and to network with other principals. They obtain ratings on the school improvement
plan, undergo site visits and work with their mentors. LouiSanais continuing to refine and

modify their program based on feedback from participants.
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Maine

Maine requires mentoring and support for beginning school administrators. Regional support
systems and devel opment teams direct the programs. Adminigtrators must renew their
certification every five years and must develop and follow arecertification plan thet the team
approves. The team conducts a needs assessment during the administrator'sfirst five years,
identifying areas in which the administrator needs to improve. The administrator must address
these areasin his recertification plan. For example, an administrator who proposes to take
graduate-level courses might create a portfolio as one component of his plan.

Maryland

Maryland's SDE has submitted a budget proposal item for FY 2003 to fund a mentor program for
firg-year principals. According to the assstant state superintendent for professiona

development, the SDE plans to pursue additiond legidation to expand the state-mandated

mentor program for teachersto include administrators. District superintendents currently select
first through fourth year principalsto attend Principals Academy, a summer residential program
that also includes year-round support in the form of informal mentoring and training sessions.

M assachusetts

Massachusetts does not currently require a beginning administrator induction program, but its
SDE recently drafted a proposal for one. Massachusetts Department of Education published
“Standards for Induction Programs for Administrators’ in October 2001. These guidelines state
that induction programs for administrators “should be supportive not instructive in nature and
should be designed to address the needs of and provide meaningful on-going support for
adminigtrators who are new to a specific podtion or district.” They note that certain individuals
may need more support in some areas than others; and that the administrator induction
programs should be customized to address the unique needs of the various types of
administratorsin the three categories: 1- Supervisor/Director, Specid Education Administrator,
School Business Adminigtrators; 2- Principa Assistant Principds, and 3-
Superintendents/Assistant Superintendents.” Mentoring is expected to be an integral part of
induction for dl three categories of administrators. The guiddinesinclude:

an orientation program for first year administrators and new hires to the didtrict,

assignment of atrained mentor and support team

adequate time for mentor and mentee to engage in professional conversations and

gppropriate mentoring activities. Candidates who obtain licensure through their Option |1

plan must receive a second year of mentoring.

and adequate time and resources to learn how to use effective methods of personnd

selection, supervison, and evauation.

Once again, thisis currently an unfounded mandate and implementation is not required. Many
digricts are providing mentors from their staff. MESPA has a mentoring program (fee for
sarvice) where they have matched new principas with experienced principals or retired
principas on-line.
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Mississippi

Missssippi implemented its pilot program for mentoring firg-year principasin 1999. The law

requires the SDE's School Executive Management Ingtitute "to establish the Beginning Principa

Support Filot Program to provide digible beginning principas ... with continued and sustained
support from a formally assigned mentor principal during the first full year of principal service"
(MS Code 8§ 37-9-251). The program must provide at least 90 hours each year of direct contact
during the school day between the beginning and mentor principals. The mentors receive specific
training, and may receive additional compensation for their work. The ingitute must report to

the State Board of Education and the legidature in the 2003 legidative session regarding whether

to make the program applicable statewide.

The SDE sdlects one school digtrict in each of the state's five congressiona digtricts to operate a
program, based on their program proposas. The state mandates mentor programs; the districts
design their own programs, and two or more districts can operate a program together.

The SDE provides two days of joint training for the mentors and new principals at the beginning
of the program. Dr. John Daresh, Chairman of the University of Texas at El Paso's Department

of Educationa Psychology and Specid Services, leads the two-day training. The mentor,

principal, and program coordinator continue to work together for the rest of the year.

According to Barbara Miller, Coordinator of Training for Missssippi's SDE, the program will

not be fully funded initsthird year, and its future is not assured due to budget condtraints. SDE is
considering using an online program next year for both its teacher and principal mentoring
programs.

New Jer sey

New Jersey requires the satisfactory completion of aone-year state-approved digtrict licensure
resdency program when initiadly employed as a principd or vice principa under a provisond

principal endorsement. The principal residency is a training program conducted under the
direction of a state-approved mentor and sponsor ship of a public school district or nonpublic
school that employs the applicant. The residency phase provides professional experiences and
training in the areas of instruction/supervision, curriculum/evaluation, pupil personne,
personnel management, community relations, student relations, facilities management, finance,
school law, and technical administrative skills. The resdency phaseisto be completed in no

less than one year nor more than two years.

Standard licensure of principa residentsis approved or disapproved based upon a comprehensive
evauation report by the mentor on the resident's performance and includes one of the following
recommendations. Approved, Insufficient (may continue in resdency for amaximum of one
additiona year), or Disapproved (prohibited from continuing or re-entering a resdency).
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In addition, as of June 25, 1997, all individuals who are entering initial employment as school
principals must undergo an assessment of performance conducted by a state-approved assessor.
The performance assessment process involves an evaluation of an individual's management and
leadership skills through a variety of exercises that simulate the actual job functions of a school
principal. The purpose of the assessment processisto evaluate an individual's strengths and
weaknesses in these skill areas so that the individual's mentor and school district can plan a
training program that meets his or her specific needs. In order to assure that the assessment is
used to assist the mentor in designing the training program, individuals need to fulfill this
requirement prior to the program's development. The performance assessment process must be
conducted by one of the two state-approved providers.

Ohio
Ohio has identified the following key components with respect to entry-year principas.

1. The provisond license digibility includes two years successful teaching under a
professond license a the age level sought; completion of a preparation program with
recommendation, and passage of an endorsed adminisirative exam.

2. The entry-year program shdl include a performance- based assessment; aforma program
of support, including mentoring; and be a minimum of one year in length.

3. The performance- based assessment shal include successful development of a portfolio
demondtrating knowledge and skill areas designated by Rule 3302-24-09 (ISLLC standards) to
be submitted in the third year of employment under provisiond licensure.

4, Ramifications for substandard portfolios include an option to submit the portfolio a
second time; however, the provisond license will be non-renewed at the conclusion of the third
year if the portfolio remains substandard. A new provisiond license can be sought by
completing additiona coursework, supervised field experience and/or clinica experiences as
designated by a college or university approved for educeation preparation. In addition, an apped
process will be established by the Ohio Department of Education.

Asthe law addresses only these components, questions pertaining to the language and
implementation of the law remain. Effective July 1, 2002, all beginning principals will be
required to complete an entry year program and a portfolio at the end of the principals third
year of employment. Part of the entry year program will include the assignment of a mentor
each beginning principal.

The use of portfolios as a performance-based assessment for principa s was written into law
effective July 1, 2002 and came as a surprise. While this recommendation had been pending for
some time, imminent passage had not been indicated. Because the key componentsin the
principa entry-year recommendation were incorporated into the recommendations for entry-year
teachers, the entire package was passed into law.
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The Ohio Association of Secondary School Adminigtrators has been meeting with Ohio
Department of Education officids and testified before the Teacher Licensure Advisory
Commission regarding the above rules. Specificaly, OASSA supports the mentorship program.
However, the completion of a portfolio during a person'sfirst few years as an administrator
seemsoverly burdensome. Therefore, the association has encouraged the Ohio Department of
Education to adjust the rules regarding the entry year program for administrators in Ohio.

Oregon

The Oregon legidature is consdering SB 250 this session, which would expand that state's
teacher mentorship program to include beginning adminisirator mentoring. As of May 10, 2001,
the bill had passed the Senate and was on the House consent agenda. The bill does not contain a
specific funding provision, but the sate's budget contains $1.5 million for the program.

The proposed program's goals include mentors hel ping new administrators to devel op school
leadership skills and to become competent and confident professional educators. It requires a
minimum of 90 hours of direct contact between mentors and new teachers and administrators.

Any Oregon school didtrict is digible to participate in the program. The State Department of
Education (SDE) must give qualifying districts in need up to $3,000 per year for each igible
beginning teacher and administrator to help with program costs. Districts can use this stipend to
compensate mentors for their mentoring services. The bill charges the SDE with evaduaing the
program to ascertain the effectiveness of individua components and determine the desirability of
continuing and expanding it.

South Carolina

In South Carolina, any person gppointed to serve for the firgt time as a building level principd,
director of a specidized education unit, or occupationa education center director must
participate in the Principa Induction Program. The Principa Induction Program is provided
both by the New Principas Academy and didtrict activities. Digtricts may develop their own
program with the gpprova of the South Carolina Leadership Academy.

The induction program is designed to improve teaching and learning and to provide support

through mentorship and professond development. The yearlong program includes a one-week
summer institute and three or more one-day follow-up sessions to provide training in essential
leader ship and management skills. The combination of the New Principals Academy and
district activities must not be less than twelve days. Principals may earn three hours of
recertification credit through this program and each is paired with an experienced principal
mentor for the year. Mentors are assigned from another nearby school district. The Leadership
Academy trains mentors and reimburses mentor travel expenses. Mentors meet twice with
participants, and the leader ship academy staff conducts one on-site visit during the year. The
Education Accountability Act requires the program to be based on the Standards and Criteria for
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Principa Evauations and statewide performance standards. The program must emphasize
indruction leadership skills, effective research and andlysis of test scores for curricular
improvement. The trained superintendent or designated evauator must provide new principas
with written and oral feedback on their performance in each area. The State Department of
Education paysfor al training costs related to the New Principals Academy.

Tennessee

Tennessee has atwo-tier licensure system. To qudify for a 10-year Professond Administrator
License, aBeginning Adminigtrator A candidate must successfully complete aminimum of two
years a the beginning adminigrator level; complete a customized professional devel opment
program devel oped jointly by the principal, superintendent, university and mentor; obtain a
satisfactory evauation based on the licensure standards by the superintendent or designee and a
local higher education ingtitution (does not have to be the same one a which the master’ s degree
in adminigtration and supervision is received); and be recommended by the superintendent and
inditution for the Professona Administrator License.

A Beginning Adminigirator Level B License has the same requirements asthe A License, but
candidates must complete an gpproved program in school administration and supervision that
indudes afull-time one-semester internship or the equivaent in a school setting with a mentor

principd.

Texas

Texas has aone-tier licensure system. Upon being employed, principas and assgtant principas

must participate in aminimum one-year induction period. Thisinduction period includes

mentoring support and is a structured, systemic process to help principals develop skillsto guide
the daily operation of a school, adjust to the culture of a school district and develop personal
awareness in the campus administrator role. During this period, a principal selects and
undergoes a principal assessment. This 30-day assessment processis a series of job-related
activities that require the principal to demonstrate the Standards for the Principal Certificate.
The process includes a structured self-assessment and on-the-job experience. Based on the
assessment results, each principal develops a professional growth plan directly related to the
Sandards for the Principal Certificate, which priorities professional growth needs. The results
of the assessment and the professional plan are for growth purposes only.

The Standard Principd Certificate is renewable every five years. To renew, principals must
complete afollow-up assessment in the firgt year of afive-year cycle, develop aPD plan based

on assessment results and related to the Standards for Principa Certificate, and complete 200

clock hours of continuing professiond education relevant to the role of principa every five

years. Theindividua seeking to renew is soldly responsible for sdlecting the assessment used to
satidfy this requirement. The results of the individual assessment and professional growth plan
shall be used exclusively for professional growth purposes, and may only be released with the
approval of theindividual assessed.
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West Virginia

West Virginia has atwo-tier licensure system for school |eaders — the Provisona Professond
Adminigrative Certificate and the Permanent Professona Adminidtrative Catificate for
PrincipdsK-8 or 5-12.

Principas must complete a beginning principa internship during their firgt year of employment

for the Provisond Professond Adminidrative Certificate, but this internship falls under
performance evaluation policies rather than certification policies. Theinternship includesa
mentorship and orientation program, and it is documented in the principas performance
evauation.

West Virginia s proficiencies are the basis of al principa preparation, certification and
professona development, including the curriculum for the principas academy. These
sandards and their related indicators are fully aigned with the ISLLC standards.

The above information has been gathered from avariety of sourcesincluding individua SDE
websites, e-mail communications with adminigrators from individud SDE, private and
professona organizations, and research reports identified in the Reference Section.
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Academies, Regional and District Programs for Administrator Induction

Many of the programs listed below are considered * promising practices’ and may serve as
successful models for adminigtrator induction programs. Most of the programs, however, appear
to be designed primarily for new principas. Program descriptions did not indicate whether these
opportunities were made available to other new administrative positions as well.

New Adminigtrator s Institute
Univerdty of California at Santa Cruz

The New Teachers Center, recognizing the importance of Site leedership and the difficulties
often encountered by new principas, established a program, the New Adminigtrators Indtitute,
which attempts to build upon what they learned in teacher induction to provide support to new
adminigrators.

The New Adminigtrators Ingtitute serves about 60 first and second year principas in the South
Bay region. The novice principals atend nine seminars during the course of the school yeer,
which are led by professiona coaches-experienced principas on loan to the university or

recently retired administrators. Coaches are trained and must possess substantia successful site
adminidrative experience and a high level of coaching competency. They have to be available to
new adminidrators, which means that individuas working in full time adminigtrative positions
cannot servein this capacity. To date, coaches have been either employees of the NTC dedicated
to thiswork, or retirees.

Early in the school year, coaches and new administrators meet to review the program’s
expectations, and to establish goas and areas of focus for the year. They then meet at least once
every two weeks at the new administrator’ s Site for the purpose of individuaized coaching
conversations.  In the interim periods, they stay in touch by phone and e-mail.

The program provides new administrators with the opportunity to be observed and coached
through authentic Stuations; conducting teacher observations and post- observation conferences,
facilitating staff meetings, working with parents, managing budgets, and so forth.

Coaches have served as an important resource to new administrators. They have assisted new
adminigratorsin accessng research to support school improvement efforts, in identifying



trainers, consultants, and moded schools, and in finding specific tools such as budget
management software. Most importantly, coaches have been available as an independent and
confidential sounding board as new administrators have struggled with a variety of difficult
issuesin ther first years of service. In response to requests from participants, in 1999-2000, the
program will include regular job-dike sessions and seminars focused upon topicsidentified as
common needs. See Appendices for more details on this excellent program.

Albuquerque Public Schools
Extra Support for Principals (ESP)

The Albuquerque Public Schools devel oped a unique support system for new principas as away
of “combating frustration and burnout” while making the critica first year successful. In 1994, a
group of dementary, middle and high school principas, dong with the business community and
loca university, researched peer-mentoring programs and surveyed the digtrict’ s principas and
assgtant principals.

Asareault of their work, the district supported a strong, organized mentoring program and hired
an experienced principd to serve as a part time program coordinator. When new principas are
hired, the program coordinator meets individualy with the new administrator within two or three
weeks of their appointment to explain the program and its benefits. Participation is voluntary.
During this meeting, each new administrator discusses hisghher professona background, possible
growth areas, perceptions of adminidrative style, and suggestions for in-service training.
Participants give input in to the sdlection of their mentors by providing the coordinator with alist
of experienced principas they know, respect, trust, and to whom they can confide. Whenever
possible, matches are made from the list.

The program coordinator meets with selected mentorsto review the program expectations.
Mentors receive asmal stipend for the first year athough the god isto have each team establish
along-term collegia bond. Apart from mentor-mentee meetings, three activities are scheduled
for the year: aget acquainted/orientation meeting in October and a three-hour combination
luncheonvin-service in December and March. All three meetings are usudly sponsored by locd
businesses and non-mandatory attendance averages more than 90 percent.

The program provides support with an annualy revised handbook, which provides hdpful tips
from experienced principals, and monthly newdetters. Annud evauationsindicate that it iswell
received and gppreciated by both new and mentor principas, with many expressing preference
for more meeting time.

CLASS
Chicago Principalsand Administrator s Association
Chicago Principas and Adminigtrators Association (CPAA) in cooperation with the Chicago

public schools provides one of the most comprehensive gpproaches. Caled CLASS, this set of
coordinated programs offerstraining that is sequenced, in depth, and continuous. The main
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programs begin with LAUNCH for aspiring principas, moveto LIFT for first year principds,
and the Chicago Academy for School Leaders (CASL) for experienced principals and other
adminigtrators. This program was designed to help Chicago principas develop skills and
knowledge to work within the governance reforms of the 1990's. It is standards based and
conceptudly related to the ISLLC standards. It provides a career-staged set of learning
opportunities that are cumulative and focused.

LIFT focuses on the development and support of first year principas. The Chicago program
systematicaly and intensvely provides training, coaching, problem solving, and support targeted
for new principas. The program components provide a ussful mode of professiona
development for firgt year principas.

The program offers avariety of learning and sharing experiences over the year including a four-
day orientation, multiple workshops, five retreets, and coaching with trained principas. The
program is long term, job embedded, and provides mentoring and feedback.

The workshops and retreats have a defined curriculum based on the seven standards, the
managerid and procedura tasks of the digtrict, and the misson of CPS. Similar to the work of
major corporate leadership programs, LIFT does not assume that university preparation has
covered the daily managerid procedures for the digtrict in detail (Conger & Benjamin, 1999).
Rather the district ensures knowledge of its specific budgetary, operationd and contractud

aspects.

LIFT provides numerous opportunities to network, build professond friendships, and develop a
shared sense of commitment. The program hasits own look and fed to materids and activities.
For overnight retreats, the program brings participants to a high-quaity training center to
reinforce professona community among participants. The program reinforces core vaues
related to the mission of the digtrict and the program.

Adminigtrative Staff Induction Program
Colorado Southeastern BOCES and Member Schools

In accordance with law, school digtricts in Colorado, which belong to Southeastern BOCES, pool
their resources to offer an induction program for the continuing professond development of
adminigrators with provisond licenses just entering the professon and/or new to the didtrict.

The purpose of the induction program under the educator licenang law is to promote purpossful
learning by inductees. The god of the didtrict's program is to enhance the job satisfaction of its
educators by providing acollegid amaosphere for learning.

The induction program provides for supervision by mentors and ongoing professiond

development and training, including ethics and performance eva uations in accordance with
digrict's performance evauation system for adminigtrators.
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The digtrict's induction program includes four major components:

* Orientation of newcomersto new professond roles

» Socidization and trangtion problems normally faced by newcomersto organizations
* Technica sKill refinement and development including ethics

* Performance assessment

Mentor Adminigtrator: Any administrator who is designated by the school didtrict providing an
induction program for provisona administrator licensees and who has demonstrated outstanding
adminigtrative skills and school leadership and can provide exemplary modeling and counsdling
to provisonad administrator licensees participating in an gpproved induction program.

Mentor Principd: Any principa who is designated by the school digtrict or digtricts providing an
gpproved induction program for provisond principa licensees and who has demonstrated
outstanding principa skills and school leadership and can provide exemplary modeding and
counsdling to provisona principa licensees participating in an gpproved induction program.
Mentors will assist provisond license holders, or emergency authorizations during the induction
period in the digtrict. Together they will design individua improvement plansto strengthen the
effectiveness of the provisond license or emergency authorization license holder. It will be the
mentors responsibility to assure that the mentees have afirm understanding of the district's
expectations for budget/finance, interpersond relaionships, communications, planning,
supervison, building and/or district policies and procedures.

The (appropriate adminigtrator) will make a recommendation to the (appropriate administrator
such as BOCES Executive Director or district superintendent) regarding the completion of the
induction program. The (appropriate administrator) will be responsible for recommending the
inductee to the State for a Professond License.

First-Year Campus Administrators Program
Texas Elementary Principals and Supervisors Association

In Texas, sate law requiresthat dl first time principals, those who are new to the job or new to
the state, take part in ayearlong induction and mentoring program. To help didtrictstrain their
new adminigrators, the Texas Elementary Principals and Supervisors Association (TEPSA) has
developed the Firgt- Time Campus Administrators Academy. Based on research into the
effectiveness of teacher induction, TEPSA decided to design atwo-year program. Itis
administered by the state' s education service centers and by individud digtricts. New principas
are paired with mentors, who must have a least five years of experience and be currently
certified as administrators. Supervisors of new principals may not serve astheir mentors. This
program prefers mentors from different districts so that the relationships can be more open. The
mentors and their mentees meet in person at least once a month, supplemented by phone cadls
and e-mails. Thefirst year adminigtrators and their mentors aso meet as cohorts threetimes a
year for standards-based professond development training.
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Principal Mentoring Program
New Visonsfor Public Schools

As previoudy described in the section of this report on mentoring, former schools chancellor
Harold Levy contracted with New Visions for Public Schools to launch atwo-year program
designed to give the New Y ork City’s newest principas much needed mentoring. Mentors are
primarily recently retired veteran administrators. Each full time mentor is responsble for Sx
new principals, or mentees. During the firgt year, the mentor spends a half-day each week
working aong sde his or her mentee, offering support, advice and encouragement. The mentors
are dso available for consultations by telephone or e-mail. Communication between the mentor
and mentee is less frequent during the second year. Once a month, the program director meets
with mentors for training sessons. The mentors are required to submit detailed (but
confidential) observations about their experiences with the new principas. About Six timesa
year, the mentors and his or her Sx mentees meet together as a cohort to compare notes and
drategies. These cohort meetings are designed to overcome “job isolation” and provide
relationships with administratorsin smilar Stuations.

New Principal Assistance Program
Cooper ative Council of Okalahoma School Administratorsand
Oklahoma State Univer sity

The two-year New Principa Assistance Program is designed to build skills that first and second
year principals may not have received in a university-based adminigtrator training program. The
curriculum of the program focuses on dilemmas faced by new principas and relies on the
expertise of “veteran” principas aswell as university and association Steff.

Strategic Support Teams
Broad Foundation National Initiative

In conjunction with the Council of the Great City Schools, the Foundation’s Strategic Support
Teams (SST) program provides strategic planning, mentoring and support to superintendentsin
large urban school systems. The SST initiative has three core dements: (1) bringing together a
newly gppointed superintendent with ateam of effective, experienced urban superintendents for
adgrategic planning retrest: (2) inviting aretired superintendent to work with the new
superintendent and his or her senior saff; and (3) providing issue-specific consulting teams (such
asfinance, personnel, curriculum) to work with the superintendent and the relevant digtrict
departments to develop action plans for improving the district’s effectiveness. To date, SST's
have been held in Buffalo, Columbus, Dayton, Denver, Detroit, and Providence.
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National Ingtitute for School L eader ship
Broad Foundation

The Nationd Center on Education and the Economy is developing anationa school leadership
indtitute to train and support new principas. The Indtitute draws from exemplary leadership
development practices in the military, corporate executive management programs, top-tier
business schools and schools of education, aswell as educational leadership training models
from around theworld. The Ingtitute' saim isto build the capacity of digrictsto train their own
principals by leveraging its best practice-based instructiona |eadership program. The program
will begin in 2003.

Ohio Principal Leadership Academy

The Ohio Principa Leadership Academy (OPLA) is a portfolio-driven, job-embedded program

of leadership development for both new and experienced principas. OPLA isregiondly
digtributed across Ohio with flexibility in meeting times and use of facilitators. It is one of the

mogt tightly linked with State preparation programs. The core of the program for new principas
isatwo-year program based on the ISLL C standards and the use of the Educational Testing
Service portfolio based on those standards. However, as previoudy noted, OASSA isworking to
change the portfolio requirement. Content is tightly organized to match topics covered in
preparation programs. Each participant is assgned an experienced adminigtrator during the two
years. They work on four “big problems’ to develop skills and knowledge of ingructiond
leadership and school improvement.

National Academy for School L eader ship Development (NASL D)
National Association of Secondary School Principals

Thisacademy isin the formulation stage and will develop training for new, aspiring, and
experienced principals and assstant principas. Efforts will focus on the cregtion of cooperative
arrangements with NASSP s sate affiliates and other partners to offer regiona and state summer
and weekend indtitutes, computer-based distance learning, ontline developmenta activities, and
national conferences. 1t will create “tool kits’ for new principas and assstant principas that
include conferences and on-line services (such as help hotlines, assessment, mentoring advice,
network of colleagues, and “career opportunity centers’). These activities will comect the
redlities of school leadership to the needs associated with professiona growth and certification
while helping increase the retention rate of new principds, especidly in urban schools.

The above information has been gathered from a variety of sources including websites, articles,
books, and research reports identified in the Reference Section e.g. Education Alliance a Brown
University, “Making the Case for Principad Mentoring” and Tucker and Codding, “The Principa

Chalenge”
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Administrator Induction Programs

Outside the United States

Identified below are three adminigtrator induction programs implemented in countries outside of
the United States.

We have dso included the results of the Austrdian Nationa Principas Induction Survey in the
Appendices, which we believe contains information of interest. We recommend that you teke a
moment to peruse the pages referenced under thefind title listed below.

New Principal Induction Program
Prince Edward Idand Department of Education, Canada

The New Principa Induction Program is designed for those educators who are new to the
principa role and has three components:

1. A mentoring component where each new principa will be paired with an experienced
principal. The mentoring relationship will be a continuous process throughout the school
year.

2. Provincid seminarswill be held for both the new principds and their mentors during the
year.

3. A seriesof workshops spread over the year for new principas will dso be held by the
boards.

For more information, go to: www.lester.edu.pe.calenglis/pd/lo_dept_npip.asp

Principal Class Induction and Orientation
Augtralia Principal Centre (APC) and the Department of Education
Eastern Metropolitan Region

The objectives of this Principa Class Induction and Orientation are to support quality
professond development a a satewide level and regiona leve for newly appointed principas
and those in acting pogitions.

To accomplish this, an orientation is held both by the State and the RegiorvDidtrict. In terms of
the statewide Principa Induction Program, the Audtrdian Principa Centre (APC) in conjunction
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with the Department of Education conducts a Residential Program of one and a half days, to
celebrate the appointment of new principa class officers (principas and assstant principas).
State senior departmental and other personne are involved in the induction program activities.
New appointees are given an opportunity to examine current and future leedership roles in terms
of accountability, human resource management and school god setting. Participants are all
provided with an opportunity to develop a persona action plan.

The Regiond Principa Induction Program is the second phase of support. This program condsts
of 12 units conducted on a cycle over a 12-month period. The am of these unitsisto provide
access to immediate knowledge and practica experience to newly appointed principasto
effectivdy carry out their role. A key focusto these unitsisto draw on the experience of
experienced principaswho have been invited to both facilitate and present on these topics. All
units will be approximately two to two and haf hours duration and include:

Unit 1: Regiona Orientation

Unit 2: Information Communication Technology

Unit 3: Finance Part 1

Unit 4. Finance Part 2

Unit 5: Community Management

Unit 6: Student Wdfare

Unit 7: Regiond Orientation

Unit 8 School Staffing

Unit 9: Risk Management

Unit 10: School Council

Unit 11: Human Resource Management (Planning for People)
Unit 12: Conflict Resolution and Local Complaints Procedures

VVVVVVYVVVVYVYVYVY

A third dement of the Principa Induction Program will be the Principal Mentoring Program.
Principals will be given the opportunity to be paired with experienced principas in the region for
ayear.

For more information, go to: www.emr.vic.edu.aw/profdev/principa.htm

School Executive and Principal Induction Program
Training and Development Dir ector ate
in consultation with the NSW Primary Principals Association and the NSW Second
Principals Council

Newly appointed principalsin NSW Austrdia are able to access the Principals Induction
Program to assst their adjustment to their new schools and roles. The Program has four phases:

1. Phasel: Conference. A two-day conference conducted during a school vacation is
offered to al newly gppointed principas. The program conssts of core and optiona
sessons focused on providing practical strategies for new principals. A handbook to
support newly appointed principasis provided aso.
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2. Phase2: Orientation Colleague. A critica aspect of the PIPisto facilitate
communication between newly gppointed principas and their district colleagues and to
ensure the provision of support relevant to their particular needs. The existing network of
principasis an important resource in ensuring successful transfer of respongbility in
schools. Primary and secondary principals in each digtrict act as Orientation Colleagues
for the group of newly appointed principals. There are at least two Orientation Colleagues
per digrict. They are selected by the relevant principals association in liaison with the
digtrict superintendent and the Director of Training and Development. Their work is
coordinated by the didtrict superintendent. The role of the Orientation Colleague isto:

Work jointly with the other digtrict Orientation Colleague

Initiate early persond contact with each newly appointed principd to the ditrict

Offer support

Introduce newly appointed principals to exigting district networks and resources,

in liaison with the digtrict superintendent

e. Introduce newly appointed principals to professiona associations concerned with
school leadership

f.  Maintain regular contact during the newly appointed principals firs term

op oo

3. Phase 3: Disdtrict Orientation. This phase | organized and implemented by didtrict office
personnel in consultation with the appropriate digtrict superintendent. The Orientation
Colleague asssts with this phase. The purpose of this phaseisto familiarize the principa
with digtrict operation and support mechanisms.

4. Phase 4: Conference. A follow-up conference will be held during a school vacation and
will focus on:

| ssues associ ated with leadership and management

Theory and practice

Opportunity to network

Providing access to experienced principas and STATE Office personnd.

oo oo

For more information, go to: wwuwv.tdd.nsw.edu.au/l eaership/about/about.htm

National PrincipalsInduction Survey Results*
Univerdty of Tasmania, Australia

In addition to the above, we have included in the Appendices the results of the Nationa
Principas Induction Survey, Report to APAPDC by Neville Grady and Bill Mulford School of
Education, University of Tasmania, August 1996, which contain agreat ded of vauable
information on the topic of adminidtrator induction. We suggest that you take note of
information on Principal Development p.1-4 and then Key Objectives and Outcomes for

Induction p. 9-12.

For more information, see Appendices or go to:
www.apapdc.edu.auw/2002/archive/Resources/Papers/induction.htm
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Concluding Thoughts

> Whileit may be premature to identify “best practices’ in administrator induction, since
many of these programs are rdlatively new and formd evauation is not yet available, the
researched practices and attributes described within this report can certainly be described
as “promising practices.”

» Adminigtrators view aspirant programs and induction programs as valuable. They believe
the purpose of induction programsis to be supportive of new administirators in day to day
functioning during the first and second years of hire. They bedieve that flexibility and
differentiation should be incorporated to address the unique backgrounds, experiences,
needs and settings of each school leader.

» There was strong feedback from superintendents and principas dike concerning not
imposing any additiona requirements on new adminigtrators. Added expectations and
responsibilities “above and beyond” those required by their schools and digtricts are not
perceived as supportive or hepful and diminish focus and atention from digtrict and
school assgned respongihilities. Cdifornialegidation on induction reinforcesthis
position when it Sates “...Any program designed for new administrators must be highly
respectful of the demands for time, energy and attention that are aready being made upon
these individuals. 1t must be rdlevant to their immediate needs and must be perceived by
them as being useful and appropriate.”

» However, in consderation of those who see portfolios as having importance, and the fact
that afew states utilize portfolios, the question of the role and/or purposes, timing,
expectations, type of portfolio, and whether it is a requirement or an option, are some of
the variables that would require further exploration and research. As dready stated,
adding requirements to the new adminigrators responghilities, especidly in the early
years, isamgor concern. Thisis asengtive issue and should be consdered within the
context of reasonable expectations for school leaders.

» According to the review of research and the Connecticut Survey of Administrators,
mentoring and support teamsare perceived the most beneficid components of induction.
In fact, according to arecent Carnegie Foundation study and review of research, even
beyond the induction period, mentoring is one of the most effective ways to prepare and
support principas during their careers. Dr. Vincent Ferrandino, Executive Director of
Nationa Association of Elementary School Principas, believes so strongly in the vaue
of adminigtrator mentoring that NAESP isin the early stages of creeting a nationd
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initiative to train and support principal mentors and provide a national mentor
certification program.

There are many components to consder when designing an effective mentoring program.
According to recent research, among the most important variables to consider are
sdection of mentors, training of mentors, matching of mentors and mentees, clear
guiddinesregarding expectations and time commitments, support of mentors, and mentor
compensation.  The Connecticut Survey of Adminigtrators aso confirmed that
adminigtrators believe that there should be criteria for selection of mentors and mentor
traning.

While there is no clear consensus on the frequency of scheduled time to be dlotted for
professond development, Connecticut adminigtrators believe that Sgnificant time should
be alocated and scheduled, ranging from a haf day monthly to two to three daystwice a
year.

Given that dl digtricts are now in the process of revisng Adminigtrator Evaluation and
Professond Development Plans according to Connecticut State Department of Education
guiddines, which include a mandated induction phase, it is abelief that assessment of

new adminigtrators and demongtration of the Standards for School Leaders have the
potentia to be appropriately handled through the digtrict evaluation process.

It isvery limiting to view the adminigtrator induction process gpart from the pre-service
administrator preparation process. How aleader is prepared prior to entering a position
directly impacts the type of training and support required as a beginning adminisrator.

The research consstently suggests the need to reorganize administrator preparation.
(Vaentine, 2001) found “that when a (preparation) program was restructured to be
concept driven (culture, empowerment, etc.) cohort-based, carefully mentored, and with a
year-long, full time, intensve experience a the school-Ste, prospective leaders scored
higher on the new ISLLC performance assessments. They aso received higher
evauations by progpective employers, and performed at higher levels in the day-to-day
operations of the principaship.” (Please refer to the articles “Defining Preparation and
Professional Development for the Future” and “Oregon Research Report” ( specificaly
the last pagetitled “ Implications’) found in the Appendices.

Adminigtrator pre-service preparation programs, including adminigtrator aspirant
programs, clearly have a great bearing on the design and requirements for effective
administrator induction programs. The more we coordinate the preparation with the
current expectations for school leadership, the less the need or concern to “add”
requirements during induction.. .the time when adminigrators are most overwhelmed and
in need of support and assistance with daily job expectations.

Consgtent with this belief, Delaware is conducting externd audits of adminisirator
preparation programs this year to determine how they addressthe ISLLC standards. The
review will help program leaders redesign their programs to focus on the ingtructiond
leadership, teaching/learning and school-improvement components of ISLLC standards.
Thisreview isnot part of the regular, five-year approval process required by the State.
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Each program will have & least one year to redesign and implement before the forma
review.

A better articulation and linkage among professond organizations, administrator
preparation, administrator aspirant programs, administrator induction, and career

principa development as a continuum would grestly enhance adminigtrator leadership as

a comprehensive developmenta process. Collaboration across these program boundaries
could help develop a high-qudlity, developmentally appropriate, continuum of learning

that begins with preparation and continues through the leader’ s career.

While the univerdity preparation programs are not linked, the Leadership Academy in
Chicago caled CLASS has taken a more developmentd and comprehensive view of
leadership by providing a career-staged set of learning opportunities that are cumulative
and focused i.e. LAUNCH for aspiring principas, LIFT for 1¥-year principas, and the
Chicago Academy of School Leaders for experienced principas and other administrators.
Similar to thework of major corporate leadership programs, LIFT does not assume that
university preparation has covered the daily managerid procedures and includes
management training as part of the program.

Currently, many gates are in the process of developing or adopting standards for school
leaders (Smilar to ISLLC) and arein trangition as to when and how these sandards are
introduced. Clearly, the teaching and learning of the standards belong within preparation
programs during the pre-service period. Asto the application of the standards, states vary
widdy asto how, if at dl, thisis addressed- often dependent upon whether it islinked to
licensure requirements.

For states such as Connecticut, which have required digtricts to incorporate the Standards
for School Leaders within their newly revised district Administrator Evauation and
Professond Development plans, the performance assessment of the standards has been
assumed by the district and integrated into dl career phases. Adding any additiona
requirements that cal for new administrators to be assessed on the gpplication of
Standards for School Leaders during the first and second year of the induction phase
would therefore be a duplication, and present an untimely and misplaced burden on those
professionals aready so overwhelmed.
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W ebsites
All of the SDE websites of listed states
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www.ecs.org/leadership
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www.educationworld.com/a admin/admin287.shtml
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Appendices

The origind report includes avariety of background and research
information related to adminigrative induction programs. They
have not been included in the current publication but are
available at the Connecticut Association of Schools Principas
Center. For more information, contact Tom Galvin, Principas
Center Director, telephone — 1-203-250-1111. Email —
tgalvin@casciac.org

0 CT Administrator Induction Focus Group Questions and Questionnaire

° Connecticut Association of Schools (CAS) Program Information

° Additiona Adminigtrator Induction Program Descriptions

New Teacher Center at UCSC

Colorado Southeastern BOCES

Aspiring Administrators Academy, Hartford Public Schools
Kentucky Principd Internship Program

Nationa Principas Induction Survey

State Requirements for Principa Certification

State L eadership Academy, ECS

o Additiond Articles— Research of Interest

Defining Preparation and Professona Development of the Future

0 Margaret Grogan, University of Virginia
0 Richard Andrews, University of Missouri

Oregon Research Report

Principd Induction Program — South Carolina
Cdifornia New Administrator Support Program
Mississppi Beginning Principa Support Pilot Program
SREB State L eadership Academy

Massachusetts Guiddines for Induction Programs
Lashway, Larry “Inducting School Leaders.”
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