Appendix C: 
MENTORING FOR NEWLY APPOINTED SCHOOL LEADERS

IMPLEMENTATION PLANNING TEMPLATE
Boards must use the following implementation planning template to guide their planning for Mentoring based on requirements outlined in Section 3 of the School Board Guideline for Implementation of Mentoring for Newly Appointed School Leaders. 
The completed template must be submitted by Friday, October 2nd to marion.barberet@ontario.ca with a copy to (add REO contact email) in order for the ministry to determine and process the board’s remaining (proportional) Mentoring allocation for 2009/10. Upon approval of the board implementation plan, a revised Schedule B and payment will be made in November 2009.  

Supporting resources, such as the Supporting Effective School Leadership: A Handbook for Implementing Mentoring for Newly Appointed School Leaders in Ontario (March 2009) are available through principal association websites including: 

· Association des directions et directions adjointes des écoles franco-ontariennes (ADFO) - http://www.adfo.org
· Catholic Principals’ Council of Ontario (CPCO) - http://www.cpco.on.ca
· Ontario Principals’ Council (OPC) - http://www.principals.on.ca
Part I: Board Information 


Part II: System Goals for Mentoring 

A) Mentor/Mentee Participant Numbers for 2009/10

(note: board proportional allocations will be determined based on the number of mentees in 2009/10)

	Mentee Participants 
	Numbers

	First Year Principal Mentees
	

	First Year Vice-Principal Mentees
	

	Second Year Principal Mentees
	

	Second Year Vice-Principal Mentees
	

	Total Mentees
	

	Mentor Participants
	Numbers

	Practicing Principal Mentors 
	

	Practicing Vice-Principal Mentors
	

	Retired Principal Mentors
	

	Retired Vice-Principal Mentors
	

	Total Mentors
	


B) Mentoring Implementation Goals

· Identify three Mentoring goals for advancing the implementation of Mentoring in 2009/10 based on the implementation continuum outlined in Part III
	1. 

2. 

3.



C) Board Improvement Plan Goals 
· How will Mentoring support implementation of the Board Improvement Plan and the School Improvement Plan? 

	 FORMCHECKBOX 
 Literacy and Numeracy   

 FORMCHECKBOX 
 Numeracy 

 FORMCHECKBOX 
 Pathways  

 FORMCHECKBOX 
 Community, Culture & Caring 




D) Succession and Talent Development Planning Goals  
As part of the Ontario Leadership Strategy, boards are expected to put in place a plan for Succession Planning and Talent Development in 2009/10. Identify three ways in which Mentoring will enhance the board succession plan that is developed based on the Succession Planning and Talent Development: Expectations and Implementation Continuum that was provided by the Ministry in June 2009. The following are examples.  
	 FORMCHECKBOX 
 Mentoring - Section F, part 2 (in early implementation the board recognizes the importance of a mentoring culture and has a plan to train its leaders at every level). E.g., Mentoring leads and steering committees are encouraged to consider Mentoring resources and opportunities from one initiative to support others – such as providing joint mentoring training for principal mentors and teacher mentors. 



	 FORMCHECKBOX 
 Leadership Roles – Section A, part 5 (in early implementation the board actively provides opportunities for teachers to take leadership roles, both formal and informal). E.g., an aspiring leader may participate in a mentoring conversation that is aligned with their interests or areas of skill development 


	 FORMCHECKBOX 
 Skills and Competencies – Section B, part 1 (in early implementation the board has a clear statement of skills and competencies essential to each leadership position to assist potential candidates in career and experience planning). E.g., the board places emphasis on the five core capacities as a focus of Mentoring. 


	 FORMCHECKBOX 
 Professional Learning - Section F, part 1 (in early implementation the board has developed a plan to support the professional learning of experienced school and system leaders). E.g., Mentoring is recognized as a form of professional learning for all school leaders and aspiring leaders. 



Part II: Mentoring Implementation Continuum 

· The continuum below enables boards to identify their current stage of implementation, and begin to set goals for future stages. 
· Please highlight in yellow the stage that reflects the board’s implementation status in each requirement. Refer to Mentoring guideline for requirements and effective practices. The board may add additional information about their stage of implementation. 
	Mentoring for Newly Appointed Principals and Vice-Principals Implementation Continuum











	REQUIREMENT
	Early Implementation
	Implementation
	Building Capacity
	Sustaining Capacity

	Offering Mentoring to all Eligible Newly Appointed School Leaders 
	Board has identified eligible mentee participants for 2009/10 
	Board has communicated with eligible mentee participants to invite them to participate in 2009/10 


	Board has identified eligible mentee participants for 2010/11 (extending participation to current first year mentees, identifying new first year mentees to participate in the following year) 
	Board has communicated with eligible mentee participants to invite them to participate in 2010/11 



	Mentoring Lead 
	Director of Education has identified a Lead for Mentoring 


	Lead is informed of his or her key responsibilities 


	Lead chairs Steering committee and has a lead oversight role in planning and implementation  
	Lead takes a system-perspective on ongoing implementation and alignment of Mentoring with other board/ministry initiatives 

	Mentoring Steering   committee
  
	Director of Education and Mentoring Lead have identified members of the Steering   committee

Note: Mentoring may be included in the mandate of an existing central board committee    
	Steering committee understands   Mentoring requirements and resources available to support implementation
	Steering committees establishing processes and procedures for Mentoring implementation based on the Mentoring guideline
	Steering committees overseeing the implementation of Mentoring, actively monitoring and measuring progress, and making adjustments where needed    

	Mentoring Goals (individual and board  development) 
	Lead, with support of Steering committee and appropriate board staff is beginning to consider individual and board goals for Mentoring, based on key board priorities and the succession and talent development plan
	Lead, with support of Steering   committee and appropriate board staff confirms Mentoring goals   


	Mentoring goals are understood by mentors and mentees  

Lead, with support of Steering   committee and appropriate board staff is beginning to consider ways in which they will monitor implementation of Mentoring to determine whether goals are being met 
	Lead, with support of Steering   committee and appropriate board staff is actively monitoring implementation of Mentoring to determine whether goals are being met, and making adjustments where needed (this may include adjusting goals)    

	Implementation Parameters 
	Lead, with support of Steering committee and appropriate board staff begins to identify implementation parameters based on geography, demographics, number of newly appointed school leaders and number of mentors available 
	Lead, with support of Steering   committee and appropriate board staff confirms implementation parameters  


	Implementation parameters are understood by mentors and mentees  

Lead, with support of Steering   committee and appropriate board staff is beginning to consider ways in which they will monitor implementation of Mentoring parameters to determine effectiveness 
	Lead, with support of Steering   committee and appropriate board staff is actively monitoring implementation of Mentoring to determine effectiveness of parameters, and making adjustments where needed (this may include adjusting goals)    

	Recruiting and Selection of  Mentors 
	Lead, with support of Steering committee and appropriate board staff begins to develop a plan and process for selecting mentors that meets the unique needs of the board and its mentees
  
	Lead, with support of Steering   committee and appropriate board staff implements the selection process, taking into account suggested criteria from Mentoring guideline 
	Lead, with support of Steering   committee and appropriate board staff confirms selected mentors and informs them of their role and expectations (see Preparing Mentors and Mentees below) 
	Lead, with support of Steering   committee and appropriate board staff develops a process for ongoing recruitment and selection of mentors for future years 

	Preparing  Mentors and  Mentees 
	Lead, with support of Steering committee and appropriate board staff has a clear understanding of the concept of mentoring and acquires the information and resources needed to orient and prepare mentors and mentees  
	Lead, with support of Steering   committee and appropriate board staff establishes a plan to orient and prepare mentors and mentees, for example: 

· arranging logistics of board orientation/preparation sessions
· making plans for mentors to engage in programs offered through the Association directions et directions adjointes des écoles franco-ontariennes, the Catholic Principals’ Council of Ontario, the Ontario Principals’ Council 
· purchasing or developing resources to support mentees/mentors in their work 

	Lead, with support of Steering   committee and appropriate board staff: 

· provides orientation and preparation of mentors and mentees 

· provides ongoing support for mentors to succeed in their role, and for mentees to understand the Mentoring process 
	Lead, with support of Steering   committee and appropriate board staff:

· is actively monitoring the effectiveness of mentor preparation and mentee orientation, and making adjustments as needed 

· is developing plans for orienting and preparing mentors and mentees in the following year     

	Initial and Ongoing Assessment of Mentee Learning Needs 
	Lead, with support of Steering committee and appropriate board staff considers how the learning needs of their newly appointed principals and vice-principals (mentees) will be assessed 


	Lead, with support of Steering   committee and appropriate board staff establishes a process for assessing mentee learning needs, including timelines (includes preliminary learning assessment to inform matching process; in-depth learning assessment when Mentoring begins) 
	Lead, with support of Steering   committee and appropriate board staff ensures that needs assessments are actively taking place and are being used for the purposes intended (e.g. matching, focus of mentoring work)  
	Mentor and mentees are reassessing mentee learning needs on an ongoing basis and making adjustments to their work as needed to address changes in learning needs
Lead, with support of Steering   committee and appropriate board staff revisits the learning needs assessment process and timelines, and modifies as needed to ensure relevance 

	Matching Mentors and Mentees 
	Lead, with support of Steering committee and appropriate board staff considers a process for matching mentors with newly appointed principals and vice-principals 
	Lead, with support of Steering   committee and appropriate board staff confirms the process for matching mentors with newly appointed principals and vice-principals. 
	Lead, with support of Steering   committee and appropriate board staff has an organized, systemic matching process in place that is understood by all participants  
	Lead, with support of Steering   committee and appropriate board staff revisits the matching process and modifies as needed to ensure relevance 

	Supporting Mentee Learning Plans 
	Lead, with support of Steering committee and appropriate board staff: 

· has a clear understanding of how the learning plan works as an integral component of mentoring, and the roles and responsibilities of mentors and mentees in developing the plan  

 
	Lead, with support of Steering   committee and appropriate board staff:  
· develops a learning plan template that must be used by all mentors and mentees* 

· provides the template and training about how it is used as part of the orientation and preparation of mentors and mentees
**Refer to the August 2009 Conversation Starters and 

Sample Learning Plans provided by the ministry as a resource 
	Mentors and mentees clearly  understand their roles in developing the learning plan (through orientation and preparation) and are actively using the board template to guide their Mentoring work 
	Mentor and mentees are continually referring to the learning plan and making changes as needed to ensure mentee learning needs are being met
Lead, with support of Steering   committee and appropriate board staff:  
· monitor the use of the learning plan as an effective form of guiding mentee learning and modifies as needed to ensure relevance

	Mentoring Process
	Lead, with support of Steering committee and appropriate board staff understands the range of Mentoring approaches available (may require training for board lead and steering committee members) 
	Lead, with support of Steering committee and appropriate board staff:

· provide an overview of mentor/mentee responsibilities and possible approaches as part of the orientation and preparation of mentors and mentees 

· develop a resource to clarify  the roles of the mentor and mentee, and possible Mentoring approaches   

	Mentors and mentees understand the possible approaches and how to apply them in specific situation to learn adaptive and technical aspects of the leadership role (e.g. transition to the role, building leadership practice, implementing key initiatives)*
*Refer to the August 2009 Conversation Starters and 

Sample Learning Plans that will be provided by the ministry as a resource 


	Mentors and mentees commit to a long-term, sustained mentoring process for a period of up to two years using a range of Mentoring approaches 


	Provision of an  Exit Process 
	Lead, with support of Steering committee and appropriate board staff has explored the development of an exit process in the case of an unsuccessful mentor/mentee match 
	Lead, with support of Steering   committee and appropriate board staff has confirmed the exit process and informed mentors and mentees  
	Lead, with support of Steering   committee and appropriate board staff has an organized, systemic exit process in place that is understood by all participants  
	Lead, with support of Steering   committee and appropriate board staff revisits the exit process and modifies as needed to ensure relevance 

	Conducting  Monitoring and Evaluation 
	Lead, with support of Steering committee and appropriate board staff begin to develop a strategy for monitoring and evaluation based on the board implementation plan and goals for Mentoring 

	Lead, with support of Steering   committee and appropriate board staff establish a monitoring and evaluation strategy based on the board implementation plan and goals for Mentoring, including: 
· outcomes and performance indicators
· what type of data is needed, how and when it will be gathered  
	Lead, with support of Steering   committee and appropriate board staff actively monitor and evaluate progress 


	Lead, with support of Steering   committee and appropriate board staff:
Identify, through monitoring and evaluation results: 

· effective practices to share with other boards 

· barriers or issues that need to be addressed
Take quick action to address challenges or inefficiencies and make adjustments as needed


Part III: Financial Planning and Tracking (Sample Template)
What are the anticipated expenditures for Mentoring, up to March 31, 2010 and between April 1, 2010 and July 6, 2010 based on the list of eligible expenditures outlined below? 
	Budget Item (based on eligible expenditures listed in Section 5.2 above)
	Estimated Expenditures up to March 31, 2010


	Estimated Expenditures between April 1 and July 6, 2010


	Total Expenditures

	Implementation planning and goal-setting for Mentoring  (e.g., board provided training to steering committee, board contracted with OPC/CPCO/ADFO to provide support)
	
	
	

	Mentor Training and Mentor Orientation (e.g., training/orientation provided by the board, external professional training, bringing an external expert into the board to provide training) 
	
	
	

	Purchase and/or development of resources (e.g. development of a board resource, purchase of external resources, books, videos, etc.)
	
	
	

	Costs of Mentoring Relationships (e.g., travel costs for mentors/mentees to meet, long distance charges, group meeting costs, etc.)
	
	
	

	Supply coverage (e.g., to participate in mentoring, attend training, and/or board workshops)
	
	
	

	Other expenditures (e.g., not included in categories above, may include technology where applicable and approved by ministry)   
	
	
	

	TOTAL COSTS

	
	
	


Note: 
· As per the June 15th memo from Marg Connor, Director of the Leadership Development Branch, the notional proportional amount for 2009/10 is estimated at approximately $1,200 to $1,400 per newly appointed school leader. This estimate enables you to begin planning your expenditures. The final amount will be determined upon approval of the board implementation plan. The base allocation and 75% of proportional funding is to be spent by March 31, 2010 and the remaining 25% by June 30, 2010. 

· See section 5.2 of the guideline for the funding allocation model and eligible expenses. Travel and Accommodations must meet Ontario Management Board of Cabinet Travel, Meal and Hospitality Expense Directive

































Name of District School Board/Non-Amalgamated School Authority/Provincial Schools Branch:


Mentoring Lead: 


Mentoring Lead Telephone:


Mentoring Lead Email Address:�Steering Committee Members: 
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