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District Mentoring Plan:
Program Evaluation Process

F O L D E R  3 : R E S O U R C E S

RESOURCE 1: Rubric for Assessment of a District/School Mentoring Plan

C
riteria fo

r S
uccess

N
eeds A

ssessm
ent 

P
ro

cess

V
isio

n

G
o

als

O
bjectives

B
eginning

•
N

o stakeholders involved in 
the needs assessm

ent process.
•

Process m
ay include data analy-

sis 
of

training com
ponents.

•
V

ision includes an understand-
ing of

all the com
ponents in the 

regulations for m
entoring.

•
V

ision is designed by the local 
professional developm

ent 
com

m
ittee.

•
G

oals support the regulations
for m

entoring and are aligned w
ith 

the Professional Standards for 
Teachers.

•
N

o objectives stated.

D
evelo

ping

•
Som

e stakeholders involved in 
needs assessm

ent process.
•

Process includes analysis of
training com

ponent feedback:
D

id teachers learn the m
aterial

and can they apply it?

•
V

ision includes an understand-
ing of

identified m
entoring 

com
ponents.

•
Select group of

stakeholders 
is involved in designing and 
supporting the vision.

•
G

oals are aligned w
ith the 

Professional Standards for 
Teachers.

•
G

oals are based on needs 
assessm

ent and student 
achievem

ent data.

•
Som

e objectives are aligned 
w

ith goals.

E
stablished

•
A

ll district stakeholders 
contribute to needs assessm

ent 
process.

•
Process reflects current status 
only.

•
Process includes analysis of
training com

ponent feedback:
D

oes application enhance
teacher effectiveness?

•
V

ision includes an understand-
ing of

com
prehensive m

entoring
and induction com

ponents.
•

A
ll district stakeholders are 

involved in designing and 
supporting the vision.

•
G

oals are aligned w
ith the

Professional Standards for 
Teachers.

•
G

oals are based on needs assess-

m
ent,student achievem

ent data 
and teacher learning needs.

•
O

bjectives are directly related to 
goals.

S
ustaining

•
A

ll district and com
m

unity  
stakeholders contribute 
to needs assessm

ent process.
•

Process reflects current and 
projected status.

•
Process includes analysis of
training com

ponent feedback:
D

oes application enhance 
teacher effectiveness,student
perform

ance,and teacher 
retention?

•
V

ision includes an understand-
ing of

com
prehensive m

entoring

and induction com
ponents.

•
A

ll district and com
m

unity 
stakeholders are involved in 
designing and supporting the 
vision.

•
V

ision is based on needs and 
research.

•
G

oals are aligned w
ith the 

Professional Standards for 
Teachers.

•
G

oals are based on needs assess-

m
ent,student achievem

ent data 
and teacher learning needs.

•
G

oals are aligned to the district 
goals for ongoing professional 
learning.

•
O

bjectives are clear and 
m

easurable.

Source: N
ew

 Jersey D
epartm

ent of
E

ducation,M
entoring Task Force,2005.
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District Mentoring Plan: Program Evaluation Process

F O L D E R  3 : R E S O U R C E S

RESOURCE 1  (continued)

C
riteria fo

r S
uccess

M
ento

r S
electio

n

R
o

les and 
R

espo
nsibilities

P
ro

fessio
nal L

earning -
M

ento
rs

B
eginning

•
Criteria and application process 
for m

entors is in com
pliance 

w
ith m

inim
um

 regulations for 
m

entoring.

•
Roles and responsibilities for
LPD

C,board of
education,

m
entor and novice teacher are 

defined as in regulations for 
m

entoring.

•
Basic training opportunities are 
available on a voluntary basis.

•
Training is offered only once or
tw

ice a year.
•

Training is not based on needs
assessm

ent data.

D
evelo

ping

•
State criteria for selection of
m

entors are identified and used.
•

M
entors and novice teachers 

are m
atched according to avail-

ability.

•
A

dditional roles and 
responsibilities for LPD

C,
board of

education,m
entor

and novice teacher are clearly 
defined to support m

entoring.

•
Professional learning is aligned 
w

ith the Professional Standards 
for Teachers.

•
Training is the m

ain m
ode of

delivery for professional learn
ing.

•
Som

e professional learning is 
based on data and m

ay be 
targeted to m

eet needs.

E
stablished

•
State criteria for selection of
m

entors are identified and used.
•

M
entors and novice teachers 

are m
atched (to the degree 

possible) according to grade-
level/content area.

•
Building principals contribute 
to the m

atching process by 
considering the com

patibility of
individual styles of

the m
entors 

and novice teachers.

•
Roles and responsibilities for 
som

e additional stakeholders 
are defined.

•
Professional learning is aligned 
w

ith the Professional Standards 
for Teachers.

•
Professional learning is based on

data and targeted to m
eet needs.

•
Training and networking 
opportunities are aligned to the 
goals and objectives of

the 
m

entoring plan.

S
ustaining

•
State criteria for selection of
m

entors are identified and fully 
im

plem
ented.

•
M

entors and novice teachers are 
m

atched (to the degree possible) 
according to grade-level/content
areas and proxim

ity.
•

Building principals contribute to 
the m

atching process by consid-
ering the com

patibility of
indi-

vidual styles of
the m

entors and 
novice teachers.

•
A

 procedure exists that,in the 
event m

atches do not work,
both parties are “held harm

less”
and a new

 m
atch is m

ade.

•
The roles and responsibilities 
of

all stakeholders are clearly 
defined.

•
Professional learning 
opportunities are com

prehensive
and ongoing.

•
Professional learning is aligned 
w

ith Professional Standards for 
Teachers.

•
Collaboration is supported.

•
Professional learning is based on 
data and targeted to m

eet needs.
•

Training and networking 
opportunities are aligned to the 
goals and objectives of

the 
m

entoring plan

Source: N
ew

 Jersey D
epartm

ent of
E

ducation,M
entoring Task Force,2005.
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District Mentoring Plan: Program Evaluation Process

F O L D E R  3 : R E S O U R C E S

RESOURCE 1  (continued)

C
riteria fo

r S
uccess

P
ro

fessio
nal L

earning –
N

ovice Teachers

A
ctio

n P
lan and R

eso
urce

O
ptio

ns

F
unding R

eso
urces

P
rogram

 E
valuatio

n

B
eginning

•
Basic training opportunities are 
available on a voluntary basis.

•
Training is offered only once or
tw

ice a year.
•

Training is not based on needs
assessm

ent data.

•
A

ction plan includes only
professional learning activities      
and resource options.

•
O

nly state funding is utilized.

•
The program

 evaluation is 
designed to m

easure participant 
involvem

ent and satisfaction  
w

ith the training.

D
evelo

ping

•
Professional learning is aligned 
w

ith the Professional Standards 
for Teachers.

•
Training is the m

ain m
ode of

delivery for professional learning.
•

Som
e professional learning is 

based on data and m
ay be

targeted to m
eet needs.

•
A

ction plan includes 
professional learning activities,
resource options and person(s) 
responsible.

•
State funding and lim

ited district
funding resources are utilized.

•
The program

 evaluation is 
designed to m

easure 
participant involvem

ent,
satisfaction w

ith the training 
and how

 w
ell the m

entoring 
process w

as learned.

E
stablished

•
Professional learning is aligned 
w

ith the Professional Standards 
for Teachers.

•
Professional learning is based on
data and targeted to m

eet needs.
•

Training and networking 
opportunities are aligned to 
the goals and objectives of

the 
m

entoring plan.

•
A

ction plan includes professional 
learning activities,resource 
options,person(s) responsible 
and tim

eline.

•
Funding is available from

 a 
variety of

resources (i.e.,
partnerships,grants) but not
consistently utilized.

•
The program

 evaluation is 
designed to m

easure the 
learning and application of

the 
m

entoring process and its im
pact

on teacher effectiveness.

S
ustaining

•
Professional learning 
opportunities are com

prehensive
and ongoing.

•
Professional learning is aligned 
w

ith Professional Standards for 
Teachers.

•
Collaboration is supported.

•
Professional learning is based on 
data and targeted to m

eet needs.
•

Training and networking 
opportunities are aligned to the 
goals and objectives of

the 
m

entoring plan.

•
A

ction plan includes professional 
learning activities,resource 
options,assessm

ents,person(s) 
responsible and tim

eline.

•
Funding is available from

 a 
variety of

resources (i.e.,partner-
ships,grants) and utilized appro-
priately.

•
The program

 evaluation is 
designed to m

easure the learning
and application of

the m
entoring

process and its im
pact on teacher 

effectiveness,student perform
-

ance and teacher retention.

Source: N
ew

 Jersey D
epartm

ent of
E

ducation,M
entoring Task Force,2005.
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RESOURCE 2: Self-Assessment Tool for District Mentoring Plan

Place an “X” in the box that is appropriate for each item. Yes No Partially

District-wide Planning Process

• Has our district engaged a broad-based group of teachers and 
school leaders, including representation from teacher associations,
as members of the local Professional Development Committee 
(LPDC) to develop a mentoring plan aligned with state regulations?

• Does the LPDC monitor implementation of the mentoring 
program and use feedback to adjust and make improvements?

Criteria-based Selection and Matching of Mentors

• Does our district mentoring plan include at least the criteria for 
mentor selection in state regulations?

• Are mentors selected based on the criteria stated in the 
regulations?

• Does our district have criteria for matching mentors and novice 
teachers?

• Are the matches between mentors and novice teachers based on 
criteria stated in the mentoring plan?

Mentor Services

• Do mentors receive training in the skills of conferencing 
and feedback?

• Do mentors receive training in the skills of providing support in 
areas of curriculum, instruction, and assessment?

• Is there a specified expectation regarding the frequency of
interactions (conferences, observations) between the mentor and 
novice teacher?

Novice Teacher Services

• Do the novice teachers in the district participate in professional 
development activities (on topics such as classroom management,
parent communication, diversity, lesson planning) that are 
specifically tailored to meet the needs of novice teachers?

• Are novice teachers brought together regularly during the year 
for networking opportunities?

• Are novice teachers given time and support to observe their 
mentors and other colleagues and to be observed by their mentors 
and other teachers?

District Mentoring Plan: Program Evaluation Process

F O L D E R  3 : R E S O U R C E S
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District Mentoring Plan: Program Evaluation Process

F O L D E R  3 : R E S O U R C E S

RESOURCE 2  (continued)

Place an “X” in the box that is appropriate for each item. Yes No Partially

School Leader Services

• Do school leaders model a range of ways to support novice teachers 
at their schools?

• Do school leaders use a wide range of approaches to engage all staff
in supporting novice teachers?

• Do school leaders use supervision and evaluation as a growth-
oriented experience for novice teachers aligned with the New Jersey 
Professional Standards for Teachers?

District Board of Education and Community

• Do all district staff and parents know that there is a rigorous 
mentoring for quality induction program in the schools to 
support novice and veteran teachers for professional growth 
aligned with New Jersey Professional Standards for Teachers?

• Is the community invited to support district efforts to nurture 
novice teachers?

On-going Program Evaluation

• Does the LPDC engage in ongoing assessment (process/formative 
evaluation) of the mentoring for quality induction program?

• Does the LPDC gather outcome/summative information on the 
impact of the mentoring for quality induction program and is this 
information shared with staff and community?

Source: Adapted from Beyond Mentoring: How to Attract, Support, and Retain New Teachers (pp. 136-137) 
by J. Saphier, S. Freedman & B. Aschheim, 2001, Newton, MA: Teachers21. Used with permission.
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RESOURCE 3: Mentoring Components Self-Assessment

Innovation Configuration maps out the detail of an innovation (such as mentoring),
and what it looks like in practice. It offers guidance to educators implementing innovations
and monitoring them. The components are the desired outcomes. The levels are a continu-
um of practices for each component. The most desirable practice is level 1.

Directions:
Please circle the statement in each row which you feel best describes your mentoring

experience. This is an anonymous survey. Thank you for your input.

The levels are a continuum of practices for each component. Your feedback will offer
guidance to the LPDC as we monitor the progress of the mentoring initiative.

Source: Northern Valley School District; Linda Mayer Staff Development Trainer. Used with permission.

District Mentoring Plan: Program Evaluation Process

F O L D E R  3 : R E S O U R C E S

Frequency 
of Meetings

Variety of
Mentoring 
Activities

Communi-
cation

Meets regularly
with novice during
scheduled time.

Coaching for:
lesson plan devel-
opment, examining 
student work,
monitoring student
progress, classroom
management,
parent relations,
effective instruc-
tional practices 
that identify growth
areas.

Open communica-
tion with clear
knowledge of
mentee’s stage of
development.

Meets regularly
during the school
day.

Coaching for:
lesson plan 
development,
classroom 
management,
parent relations,
effective instruc-
tional practices and
identifying growth
areas.

Approachable,
with some knowl-
edge of novice’s
stage of develop-
ment.

Meets at least 
once a week during
scheduled time.

Coaching for:
requests for assis-
tance with no com-
prehensive mentor-
ing agenda.

Limited communi-
cation, with little
attention to
novice’s stage of
development.

Meets with novice
when a problem
arises.

Coaching for:
routine tasks and in
a crisis situation.

Poor communica-
tion with no evi-
dence of novice’s 
stage of develop-
ment.

General
Comments:

General
Comments:

General
Comments:

1 2 3 4
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District Mentoring Plan: Program Evaluation Process

F O L D E R  3 : R E S O U R C E S

RESOURCE 4: Five Levels of Professional Development Evaluation

Evaluation Level

1. Participants’
Reactions

2. Participants’
Learning

3. Organization 
Support & Change

4. Participants’ Use 
of New

Knowledge  
and Skills

5. Student Learning  
Outcomes

What Questions
Are Addressed?

• Did they like it?
• Was their time 

well spent?
• Did the material 

make sense?
• Will it be useful?
• Was the leader 

knowledgeable 
and helpful?

• Were the refresh-
ments fresh and 
tasty?

• Was the room the 
right temperature?

• Were the chairs 
comfortable?

• Did participants 
acquire the intend-
ed knowledge and 
skills?

• What was the 
impact on the 
organization?

• Did it affect 
organizational 
climate and 
procedures?

• Was implemen-
tation advocated,
facilitated, and 
supported?

• Did participants 
effectively apply 
the new knowledge 
and skills?

• What was the 
impact on students?

• Did it affect student
performance or 
achievement?

• Did it influence 
students’ physical 
or emotional 
well-being?

• Are students 
more confident as 
learners?

• Is student atten-
dance improving?

• Are dropouts 
decreasing?

How Will
Information Be
Gathered?

Questionnaires
administered at the
end of the session.

• Paper and pencil 
instruments

• Simulations
• Demonstrations
• Participant 

reflections (oral 
and/or written)

• Participant 
portfolios

• District and school 
records

• Minutes from 
follow-up meetings

• Questionnaires
• Structured 

interviews with 
participants and 
district or school 
administrators

• Participant 
portfolios

• Questionnaires
• Structured 

interviews with 
participants and 
their supervisors

• Participant 
reflections (oral 
and/or written)

• Participant 
portfolios

• Direct observations
• Video or audio 

tapes

• Student records
• School records
• Questionnaires
• Structured 

interviews with 
students, teachers,
parents, and/or 
administrators

• Participant 
portfolios

What is Measured
or Assessed?

Initial satisfaction
with the experience

New knowledge and
skills of participants

The organization’s
advocacy, support,
accommodation,
facilitation, and 
recognition

Degree and quality 
of implementation

Student learning 
outcomes:
• Cognitive 

(Performance & 
Achievement)

• Affective (Attitudes
& Dispositions)

• Psychomotor 
(Skills & Behaviors)

How Will
Information Be
Used?

To improve program
design and delivery

To improve program
content, format, and
organization

To document and
improve organization-
al support

To inform future
change efforts

To document and
improve the imple-
mentation of pro-
gram content

To focus and improve
all aspects of pro-
gram design, imple-
mentation, and fol-
low-up

To demonstrate the
overall impact of pro-
fessional development

Source: Reprinted from Taking a second look at accountability, Journal of Staff Development, 26(1), by Thomas Guskey. (Oxford, OH:
National Staff Development Council, 2005), p. 14, with permission of the National Staff Development Council. All rights reserved.
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District Mentoring Plan: Program Evaluation Process

F O L D E R  3 : R E S O U R C E S

RESOURCE 5: KASAB Chart

If planned changes occur for each identified group, there will be an impact on 
______________________________________________________________________ .
(insert student achievement goal)

Source: Reprinted from Assessing Impact: Evaluating Staff Development, by Joellen Killion. (Oxford, OH: National
Staff Development Council, 2002), p. 81, with permission of the National Staff Development Council. All
rights reserved.

Desired 
Changes

Knowledge

Attitude

Skills

Aspiration

Behavior

Definition

Conceptual 
understanding 
of information,
theories, principles,
and research

Beliefs about the
value of particular
information or
strategies

Strategies and
processes to apply
knowledge

Desires, or 
internal motivation,
to engage in a par-
ticular practice

Consistent 
application of
knowledge and
skills

Student Novice 
Teacher

Mentor School 
Leader
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District Mentoring Plan: Program Evaluation Process

F O L D E R  3 : R E S O U R C E S

R
esou

rces

IN
P

U
T

S

A
ctivities

P
articip

an
ts

In
itial O

u
tcom

es
(know

ledge,skills)
In

term
ed

iate
O

u
tcom

es
(attitudes,
behaviors)

In
ten

d
ed

 R
esu

lts
(im

pact goal)

In
ten

d
ed

 R
esu

lts/
G

oal (stated
 in

 term
s of

stu
d

en
t ach

ievem
en

t):

O
U

T
P

U
T

S
O

U
T

C
O

M
E

S

RESOURCE 6: Logic Model Template

Source: N
ew

 Jersey D
epartm

ent of
E

ducation,M
entoring Task Force,2005.
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District Mentoring Plan: Program Evaluation Process

F O L D E R  3 : R E S O U R C E S

RESOURCE 7: An Evaluation Framework

Source: Reprinted from
 A

ssessing Impact: E
valuating Staff

D
evelopment,by Joellen K

illion.(O
xford,O

H
:N

ational Staff
D

evelopm
ent Council,2002),

p.81,w
ith perm

ission of
the N

ational Staff
D

evelopm
ent Council.A

ll rights reserved.

T
yp

es of
C

h
an

ges (K
A

SA
B

)

W
hat kinds of

changes 
do I expect to see?

E
valu

ation
 Q

u
estion

s

W
hat do I w

ant to know
? 

D
ata C

ollection
 M

eth
od

s

W
hat is the best m

ethod to 
collect w

hat I w
ant to know

from
 the m

ost authentic/
appropriate source(s)?

D
ata Sou

rces

From
 w

hom
 or w

hat 
w

ill I learn w
hat 

I w
ant to know

?
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District Mentoring Plan: Program Evaluation Process

RESOURCE 8: Checklist for Planning an Evaluation

Is the data collection method (survey, interview, observation, internal
records, official records) appropriate for the outcomes and indicators?

Does the plan rely on external sources of data or require collaboration
with other agencies? If so, will it be possible to get the data?

Have the tools/questions been pre-tested?

Are the measurement approaches and tools culturally relevant?

Can the approach/tools likely be implemented within available program
resources?

Does the data collection schedule include time point(s) that follow 
completion of services or program activities?

Does the frequency of data collection match time points when realistic
progress can be expected from participants?

Does the frequency of data collection match the level of contact with
participants? (e.g., greater frequency with greater level of contact)?

Are the roles and responsibilities clear for all the staff involved in 
collecting data?

Is there a staff person (or staff team) responsible for managing and 
monitoring the process to assure the work is completed on time and is of
high quality?

Source: Adapted from Outcomes for Success!, by Reisman, J. & Clegg, J. Seattle, WA: Organizational Research
Services, Inc., 1999, p. 47. Reprinted with permission.

F O L D E R  3 : R E S O U R C E S
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District Mentoring Plan: Program Evaluation Process

RESOURCE 9: Checklist for Selection of Data Collection Methods

SURVEYS
1. Do I need data from the perspective of the novice teacher, mentor, or school leader? Yes No
2. Do I have a way to get it from these individuals in a systematic way? Yes No
3. Do I need data that are standardized so that statistical comparisons can be made Yes No

(e.g., will I need to report percents or other statistics?)? 
4. Will participants be able to understand the survey questions? (Consider age, cultural Yes No

background, etc.)
5. Do participants have the necessary knowledge or awareness to accurately answer Yes No

questions about the outcomes? 
If you have answered YES to questions #1 through 5, surveys may be appropriate for collecting data on your outcomes and indicators.

INTERVIEWS
6. Are more in-depth answers necessary to adequately measure the indicators or to Yes No

get information on what is needed or what should change? 
7. Will it be necessary for someone to personally ask participants questions (either on Yes     No

the phone or in person) in order to collect the information related to this outcome? 
(Consider age or cultural background, as well as state of mind or receptivity of participants.)        

If you have answered YES to questions #6 and 7, interviews may be appropriate for collecting data on your outcomes and indicators.

OBSERVATIONS
8. Is it difficult to accurately measure the indicators by asking people questions about Yes No

opinions and perceptions?  
9. Can this outcome or indicator be assessed accurately by someone trained to observe Yes No

it in action – can something actually be observed? 
10. Do you have the staff resources for someone to observe events, conditions, Yes No

interactions, or behaviors? 
If you have answered YES to questions #8, 9, and 10, observation may be appropriate for collecting data on your outcomes and 
indicators.

INTERNAL RECORD REVIEW
11. Do you have individualized records, reports, logs or other systematic ways that you Yes No

track things in your program or services? 
12. If an information system exists, are the data consistently entered into it in a timely Yes No

way? 
13. If a system exists, can information be extracted from it easily? Yes No
If you have answered YES to questions #11, 12, and 13, internal record review may be appropriate for collecting data on your outcomes and indi-
cators.

OFFICIAL RECORD REVIEW
14. Do official records exist which track the data you need on your outcomes and Yes No

indicators? 
15. Are the data accessible to you – will it be possible to get the cooperation of outside Yes No

agencies or institutions in order to get access to official records? 
If you have answered YES to questions #14 and 15, official record review may be appropriate for collecting data on your outcomes and indicators.

Source: Adapted from Outcomes for Success!, by Reisman, J. & Clegg, J. Seattle, WA: Organizational Research
Services, Inc., 1999, p. 94-97. Reprinted with permission.
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