
   

 

 

                  

                  

 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

"Mentoring is a brain to pick, 
an ear to listen, and  

a push in the right direction."  
 

~John Crosby
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SOUTH BRUNSWICK TOWNSHIP PUBLIC SCHOOLS 

 

 

 
 

 

 

 

Dear Reader, 

 

 Welcome to the South Brunswick School District Mentoring Handbook!  The 

intention of this handbook is to guide mentors, novice teachers, principals and 

supervisors as they work through requirements of the Mentoring Program.   

   

The South Brunswick School District Mentoring Program aims to create a 

collaborative and supportive professional learning community which empowers teachers 

to create an environment that promotes intellectual challenge, creativity, social and 

emotional growth and the healthy physical development of each student. 

 

We hope the resources found within this handbook help you understand not only 

your role and responsibility, but assist in how to build a collaborative learning 

relationship between mentor and novice.   

 

 

 

    Sincerely,  
 
 

 

Jennifer Diszler                                                 

Assistant Superintendent for Curriculum, 

Instruction and Administration 

 

 

 

 

 

 

 

 

 

   
P.O. Box 181 • Monmouth Junction, New Jersey 08852 • (732) 297-7800 • FAX (732) 940-6418 

www.sbschools.org 

 

 

My approach creates the climate; my mood makes the weather.  ~ Make it a sunny day! 

Scott Feder 
Superintendent of Schools 

 
Thaddeus Thompson 

Business Administrator/ Board Secretary 
 

 

              Jennifer K. Diszler                                              
Assistant Superintendent for Curriculum,    

Instruction and Administration 

Kimberly Maloy-White 
Assistant Superintendent for Human Resources 

http://www.sbschools.org/


  

 

 

SOUTH BRUNSWICK SCHOOL DISTRICT 

 

 

 

 

“The good mentor is a model of a 

continuous learner.  Beginning teachers 

rarely appreciate mentors who have right 

answers to every question and best 

solutions for every problem. 

Good mentor teachers are transparent  

about their own search for better answers 

and more effective solutions to their own 

problems.” 

 

 

 

 

  

 

 

 

 
Educational Leadership Vol. 56 no. 8, May 1999 “The Good Mentor” page 22. 

(Author – James B. Rowley)
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What is Mentoring? 

 
 A Brief History 

 

 Characteristics of Good Mentor and 

Role of a Mentor 
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“By learning you will teach; by teaching you will 
understand.” 

 
~ Latin Proverb 
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South Brunswick’s Mentoring Program: 

 A Brief History 
 

 

 In New Jersey, formal mentoring evolved as an outgrowth and response to the needs of 

beginning and alternate route teachers.  In 1985, the State developed a plan for teachers seeking an 

alternate route to teacher certification, which has become the nation’s model. 

 In 1993, the State required districts to provide formal mentoring tied to a provisional license.  

Mentoring was mandatory for all teachers with the exception of special education teachers.  South 

Brunswick responded to this mandate in a proactive and professional manner by creating a research-

based, formal mentor training program to train veteran teachers during the summer. 

 In 2000, Governor Christine Todd Whitman announced the creation of a partnership with 

NJEA and the development of a statewide mentoring program for all first and second year teachers in 

public schools.  As an exemplary district with a model mentor training program, South Brunswick 

was one of fifteen districts in the State selected to pilot a two-year mentoring program. 

 The results and findings of this pilot, as well as the adoption of the New Jersey Professional 

Standards for Teachers, has prompted the New Jersey Board of Education to create a statewide new 

teacher induction and mentoring program.  Given the high quality of South Brunswick’s new teacher 

induction and mentoring program, our district was invited to share our expertise with the New Jersey 

Mentoring Task Force that is working to create such a program.  

 South Brunswick has continued to invest in a strong mentor program to ensure that new 

teachers are given the support needed to become effective teachers.  The mentor program has 

adapted, and will continue to adapt, to changes in state regulations and requirements in response to 

ACHIEVENJ and the new evaluation system.  
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Mentoring Program 

 

 S. B. School District Professional Mentoring 

Program 

 

 Beginning Teacher Induction Program 

Professional Support Team 
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South Brunswick School District 
Professional Mentoring Program 

 

South Brunswick’s Professional Mentoring Program guidelines have been established to assist in the 

implementation of the mentoring process in the district.  The guidelines provide information in defining 

roles, establishing procedures and outlining activities and timetables. 

 

Mentoring Definition 
 

Mentoring is a process by which a competent, experienced professional makes a commitment to promote 

the total professional and personal growth of a less experienced professional. 

 

Program Goals: 
 

 To integrate new teachers into the social system of the school, the district and the community; 

 

 To reduce the concerns and attempt to overcome the challenges common to new teachers (i.e., 

discipline, classroom management, interaction with parents, diversity in students, instructional issues); 

 

 To develop the knowledge, skills, attitudes and values that are vital to success throughout a teacher’s 

career; 

 

 To enhance new teachers’ personal and professional development, enabling them to attain higher 

instructional competence; 

 

 To provide instructional and interpersonal support that furthers this development, offers an 

opportunity for new and experienced teachers to analyze and reflect upon their teaching, and builds a 

foundation for the continued study of teaching; 

 

 To instill norms of collegiality and experimentation; and  

 

 To retain effective and highly effective teachers. 
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Beginning Teacher Induction 

Program Professional Support Team 
 

In compliance with New Jersey Administrative code, a support team must be established to provide 

training, assistance and supervision of inexperienced teachers entering the district.  Collectively, these 

professional activities establish the process of mentoring.  The team will be composed of the building 

administrator (chairperson) and mentor teacher(s).  The team may be expanded to include other 

supervisory and central office staff. 

Principal 
The principal will serve as coordinator of all activities inherent in the mentoring program.  The principal: 

 

 Selects the mentoring team. 

 

 Serves as facilitator. 

 

 Establishes the calendar and makes arrangements so that members of the team can observe and confer. 

 

 Monitors ongoing activities and makes adjustments as needed. 

 

 Fulfills administrative responsibilities required by the district and State Department of Education. 

 

 Establishes provisions for evaluating the new teacher including but not limited to ten, twenty and 

thirty week intervals. 

 

 Completes and submits the annual summary evaluation. 

 

 Assists the new teacher in developing a professional development plan.  This responsibility may be 

shared with others on the team. 

 

 Uses other support services as needed. 

Mentor 
A mentor is an effective teacher who is assigned to work with an inexperienced teacher in accordance 

with State rules and regulations.  The mentor shall: 

 
 Orient the new teacher on district practices and procedures. 

 

 Provide a feedback system to address questions of the new teacher. 

 

 Establish a collegial and supportive relationship with the new teacher. 

 

 Identify and recommend various resources. 

 

 Serve as a professional role model. 

 

 Attend appropriate mentor training sessions. 
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 Maintain a log of contacts and/or visitations with new teachers.  (Logs must include dates, types of 

interaction and a brief description of each interaction and will be used in end of year review and 

assessment of district mentor program). 

 

 Provide ongoing interactions with the new teacher as required.  

New Teacher 

 
The new teacher possesses a “Certificate of Eligibility with Advanced Standing” or “Certificate of 

Eligibility – Alternate Route.”  The new teacher will: 

 

 Maintain open communications with the mentor or professional partner and other professionals. 

 

 Assess his/her performance in order to achieve effective teacher status. 

 

 Accept and implement suggestions and recommendations. 

 

 Participate in new teacher summer training program (as per contract with S.B.E.A.) and additional 

staff development activities as necessary. 

 

 Establish and attain professional goals. 

 

 Contribute to the welfare of students and the district. 

Mentor Selection 

 
The success of a mentoring experience is based on the relationship between the experienced teacher and 

the new staff member.  It is important that these two professionals are carefully matched so that a 

supportive and trusting relationship occurs.  A number of factors need to be considered in the matching 

process.  Some of these factors include: 

 

A. experience (years, grade level, subject area) 

B. professional responsibilities 

C. building location, etc. 

1. Mentor teachers should be selected first from among qualified, tenured, volunteer staff 

members. 

 

2. The strength of a teacher’s classroom experience and area of certification will be considered 

when selecting a mentor teacher. 

 

3. Teachers are invited to notify the building principal of their interest in participating in the 

mentor program prior to the end of the school year. 

 

4. The building administrator will recommend mentor teachers to the Director of Personnel for 

review and approval. 
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Mentor Activities 

 
Staff mentoring is a comprehensive process, which promotes a variety of activities and experiences.  It is 

essential that the professionals have time to dialogue and ask questions as these activities/experiences 

unfold.  In order for effective communications to occur, all aspects of the school day may be used (time 

before, during or after school) for answering questions, seeking ideas, getting materials, etc.  Activities 

such as informal class observation, demonstration teaching, etc., require more time; therefore, in-house 

(building) class coverage is appropriate and may be used upon approval of the building administrator. 

 

Mentors shall not participate in decisions which might have a bearing on the employment or permanent 

certification of beginning teachers.  They shall not formally assess or evaluate the performance of 

provisional teachers.  Interactions between the novice teacher and mentor are formative in nature and 

considered a matter of professional privilege. 

Mentor Stipend 

 
Assigned mentors of a 1

st
 year teacher with a provisional certificate shall receive a stipend.  The mentor 

shall be paid at the end of the mentoring period.  Payment shall be made through the voucher process.  

The sharing of the fee will occur where two or more mentors are involved.  All mentors shall receive a 

stipend for mentor training provided per the contract with the S.B.E.A.  

 Logs are due to Sue Davis by June 1
st
.  Vouchers will be sent out after the log is 

received. 

 For staff members hired mid-year, the mentor will be paid on a prorated basis. 

Professional Development Activities 

 
A four-day orientation is provided to new teachers for the purpose of acquainting all newly hired staff 

with guidelines and information regarding district policies and practices and curriculum program and 

instructional practices.   

 

Throughout the school year, additional in-service workshops for newly hired staff may be provided to 

enhance, expand or further clarify curriculum, program and instruction as needed.  Newly hired staff 

members are encouraged to attend and participate in any additional district workshops, institutes and 

professional opportunities that will enhance their professional development and expert 
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Mentor Training 

Components 

 

 Stronge Performance Standards 

 

 InTASC Core Teaching Standards 

 

 Role and Responsibility of Mentors 

 

 Role and Responsibility of New Teachers 

 

 Three Phases of the Mentor – New Teacher 

Relationship 

 

 Steps for Proactive Mentoring 

 

 Needs of New Teachers 

 

 Mentor Language: A Mentoring 

Conversation 

 

 Observation Cycle Format 
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STRONGE PERFORMANCE 

STANDARDS FOR TEACHERS 

(TEPES) 
 

STANDARD I: PROFESSIONAL KNOWLEDGE 

The teacher demonstrates an understanding of the 

curriculum, subject content, and the developmental needs 

of students by providing relevant learning experiences.   
Sources of Evidence    Examples may include, but are not limited to: 

 Formal and Informal Classroom and Non-classroom Observations 
 Written documentation of planning (units of study, lesson plans) 

 PDExpress records related to professional knowledge  

 Reading and study in the area of content  

STANDARD II:  INSTRUCTIONAL PLANNING 

The teacher plans using the State’s standards, the school’s 

curriculum, effective strategies, resources, and data to 

meet the needs of all students.   
Sources of Evidence    Examples may include, but are not limited to: 

 Formal and Informal Classroom and Non-classroom Observations 

 Written documentation of planning (units of study, lesson plans) 

 Differentiated and data driven plans  
 Interventions and adaptations based on identified need 

 Sample worksheets or handouts 

STANDARD III:  INSTRUCTIONAL DELIVERY 

The teacher effectively engages students in learning by 

using a variety of instructional strategies to meet 

individual needs. 
Sources of Evidence    Examples may include, but are not limited to: 

 Formal and Informal Classroom and Non-classroom Observations 
 Written documentation of planning (units of study, lesson plans) 

 Work samples 

 Video, audio, photographs, blogs, wikis of class activities 

STANDARD IV:  ASSESSMENT OF/FOR LEARNING 

The teacher systematically gathers, analyzes, and uses all 

relevant data to measure student academic progress, guide 

instructional content and delivery methods, and provide 

timely feedback to both students and parents throughout 

the school year.   
Sources of Evidence    Examples may include, but are not limited to: 

 Formal and Informal Classroom and Non-classroom Observations 

 Lessons based on pre/post assessment data 
 Records of Progress (e.g. grade book, anecdotal records, checklists) 

 Copies of assessments and rubrics; graphs or tables of student 

results 

 

STANDARD V:  LEARNING ENVIRONMENT 

The teacher uses resources, routines, and procedures to 

provide a respectful, positive, safe, student-centered 

environment that is conducive to learning. 
Sources of Evidence    Examples may include, but are not limited to: 

 Formal and Informal Classroom and Non-classroom Observations 

 Student Survey Reflection 

 

STANDARD VI:  PROFESSIONALISM 

The teacher maintains a commitment to professional 

ethics, communicates effectively, and takes responsibility 

for and participates in professional growth that results in 

enhanced student learning.  
Sources of Evidence    Examples may include, but are not limited to: 

 Non-classroom Observations 

 Non-Tenured Portfolio and Tenured End of Year Reflection Log 

 Participation in School/District Committees, Teams, PLCs, Job 

Alikes 

 PDExpress Records 

 Examples of collaborative work with peers 
 

STANDARD VII:  STUDENT PROGRESS 
The work of the teacher results in acceptable, measurable, 

and appropriate student academic progress.  

 

STRONGE PERFORMANCE 

STANDARDS FOR EDUCATION 

SPECIALISTS (ESEPES) 
 

STANDARD I: PROFESSIONAL KNOWLEDGE 

The educational specialist uses professional knowledge to 

address the needs of the target learning community while 

demonstrating respect for individual differences, cultures, 

and learning needs. 

STANDARD II:  PROGRAM PLANNING &  

MANAGEMENT 

The educational specialist effectively plans, coordinates, 

and manages programs and services consistent with 

established guidelines, policies, and procedures. 

STANDARD III:  PROGRAM DELIVERY 

The educational specialist uses professional knowledge to 

implement a variety of services for the targeted learning 

community.  

STANDARD IV:  ASSESSMENT 

The educational specialist gathers, analyzes, and uses data 

to determine learner/ program needs, measure 

learner/program progress, guide instruction and 

intervention, and provide timely feedback to learners, 

families, staff, and community. 

 

STANDARD V:  COMMUNICATION &  

COLLABORATION 

The educational specialist communicates and collaborates 

effectively with learners, families, staff, and the community 

to promote student learning and well-being. 

 

STANDARD VI:  PROFESSIONALISM 

The educational specialist demonstrates behavior 

consistent with legal, ethical, and professional standards, 

contributes to the profession, and engages in professional 

growth. 

 

STANDARD VII:  LEARNER/PROGRAM 

PROGRESS 
The work of the educational specialist results in 

acceptable and measurable learner or program progress 

based on established standards, district goals, and/or 

school goals.  

 
Every Educational Specialist has a job description companion 

document that offers example sources of evidence and specific 

job expectations. See the Portal or your direct supervisor for 

a copy. 
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Interstate Teacher Assessment and Support Consortium (InTASC) Core Teaching 

Standards 
 

 

 

The Learner and Learning 
     Standard #1:  Learner Development The teacher understands how learners grow and develop, 

recognizing that patterns of learning and development vary 

individually within and across the cognitive, linguistic, social, 

emotional, and physical areas, and designs and implements 

developmentally appropriate and challenging learning 

experiences. 

     Standard #2:  Learning Differences The teacher uses understanding of individual differences and 

diverse cultures and communities to ensure inclusive learning 

environments that enable each learner to meet high standards. 

     Standard #3:  Learning Environments The teacher works with others to create environments that 

support individual and collaborative learning, and that 

encourages positive social interaction, active engagement in 

learning, and self motivation. 

Content Knowledge 
     Standard #4:  Content Knowledge The teacher understands the central concepts, tools of inquiry, 

and structures of the discipline(s) he or she teaches, 

particularly as they relate to the Common Core Standards 

and the New Jersey Core Curriculum Content Standards 

and creates learning experiences that make the discipline 

accessible and meaningful for learners to assure mastery of 

the content. 

     Standard #5:  Application of Content The teacher understands how to connect concepts and use 

differing perspectives to engage learners in critical thinking, 

creativity, and collaborative problem solving related to 

authentic local and global issues. 

Instructional Practices 
     Standard # 6:  Assessment The teacher understands and uses multiple methods of 

assessment to engage learners in their own growth, to monitor 

learner progress, and to guide the teacher’s and learner’s 

decision making. 

     Standard #7:  Planning for Instruction The teacher plans instruction that supports every student in 

meeting rigorous learning goals by drawing upon knowledge 

of content areas, curriculum, cross-disciplinary skills, and 

pedagogy, as well as knowledge of learners and the 

community context. 

     Standard #8:  Instructional Strategies The teacher understands and uses a variety of instructional 

strategies to encourage learners to develop deep understanding 

of content areas and their connections, and to build skills to 

apply knowledge in meaningful ways. 

Professional Responsibility 
     Standard #9:  Professional Learning and Ethical Practice                      The teacher engages in ongoing individual and collaborative 

professional learning designed to impact practice in ways 

that lead to improved learning for each student, using 

evidence of student achievement, action research and best 

practices to expand a repertoire of skills, strategies, 

materials, assessments and ideas to increase student 

learning. 

     Standard #10:  Leadership and Collaboration  The teacher seeks appropriate leadership roles and 

opportunities to take responsibility for student learning, to 

collaborate with learners, families, colleagues, other school 

professionals, and community members to ensure learner 

growth, and to advance the profession. 

    Standard #11: Ethical Practice Teachers shall act in accordance with legal and ethical 

responsibilities and shall use integrity and fairness to 

promote the success of all students.  

11 



  

Role and Responsibilities of Mentors 
 

As a mentor for the South Brunswick School District, I understand that my role and 

responsibility with the new teacher assigned to me will be to: 

 
 Model a spirit of professionalism. 

 

 Maintain a professional/confidential relationship. 

 

 Provide support through responsive and empathetic listening, and by sharing experiences. 

 

 Provide guidance with planning and organization for both the classroom and daily schedule. 

 

 Share information related to school and district procedures, guidelines, and expectations. 

 

 Review appropriate resources, personnel, and materials. 

 

 Lead new teacher in guided self-assessment using the district’s practice instrument. (Suggested – 

complete twice a year fall and spring) 

 

 Share teaching strategies/information about the teaching process. 

 

 Observe the new teacher and provide feedback. (Suggested) 

 

 Create opportunities for mutual observations and debriefing sessions with the new teacher. 

(Suggested) 

 

 Develop a plan to meet on a regular basis.                                                                                                                                                    

o New Teacher: Once per week for the first 4 weeks and a minimum of 3 entries per month 

thereafter. 

o Alternate Route Teacher: Once per week for the first 8 weeks and accrue 90 hours of 

mentoring by December 1
st
.  (See PD Director for further details) 

 

 Review the section in the Mentoring Handbook on Mentor Training Components with the new 

teacher. 

 

 Meet with the new teacher to review portfolio components and expectations. 

 

 Attend End of Year Mentor/New Teacher Celebration. (Suggested) 

 

 All district logs are due at the End of the Year Mentor/New Teacher Celebration or to Sue Davis 

by June 1
st
. 
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Role and Responsibilities of New Teachers 
 

The mentoring program has been developed to assist you as you begin your career in teaching.  

We have learned that mentoring is most effective when you participate in the following way: 

 

 Collaborate with your assigned mentor. 

 Participate in all training sessions designed for novice teachers throughout the year. 

 Develop a plan for meeting with your mentor teacher, meeting on a regular basis. 

 Collaborate with your mentor to maintain a log of monthly meetings, initialed by both 

parties. 

 Observe your mentor teacher and other effective teachers in your school or those within 

the district. 

 Utilize the expertise of supervisors and building principals. 

 Model a spirit of professionalism. 

 Seek out your mentor for answers to questions that may arise. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

If the mentor/new teacher relationship is not 

productive, please contact a member of the District 

Mentor Training Team or the Director of Professional 

Development so we can assign an alternate mentor.  

Reasons for the request need not be given and all 

information will remain confidential. 

 

We want to help you in the best way we can. 
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Three Phases of the Mentor-New Teacher Relationship 
 

While the phases of the Mentor-New Teacher Relationship tend to follow a predictable 

developmental path, it is important to recognize that each of the following phases occur cyclically 

throughout the course of the relationship depending upon the needs of the new teacher. 

 

Establishing the Relationship 
 
During this stage of the mentor-new teacher relationship several tasks must be accomplished.  

These tasks include: the initiation of a trusting and supportive relationship, establishing 

appropriate expectations and boundaries within this relationship, and identifying the structure of 

the process of communication. 

 

New Teachers need to: Mentors need to: 
 

 have a relationship tailored to their 

needs 

 have the mentor be a trusted confidante 

 know the limits of confidentiality in the 

relationship 

 discover that their problems are often 

universal 

 be open-minded 

 know that the relationship is non-

evaluative 

 have structure regarding how they will 

discuss and manage new situations or 

learning opportunities 

 

 

 know that it is not easy for new teachers 

to trust…trust is earned and is a process 

that requires dutiful attention over time 

 know that the new teacher likely feels 

concern about how you see them and 

may need reassurance at times 

 understand that each of us has a unique 

culture and/or history that contributes to 

our ability to share 

 address concerns and ask assistance 

from others as needed 

 recognize that new teachers may see 

their concerns as too overwhelming or 

inappropriate to share 

 offer clarity about the confidential 

nature of the relationship 

 be nonjudgmental and supportive in the 

conversation 

 inquire as to the needs and expectations 

the new teacher has for the relationship 

and communication process 

 establish a win-win relationship 
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Getting to Work 
 
During this phase the new teacher and mentor assess needs, establish realistic and appropriate 

goals, and identify action steps to attain those goals.  The relationship is tailored to the new 

teacher’s needs.  It is the mentor’s job to facilitate the new teacher’s journey in becoming a 

reflective practitioner thus improving their craft. 

 

New Teachers need to: Mentors need to: 
 

 know that the relationship is 

consistently safe and supportive 

 clarify the difficulty or problem area(s) 

to be addressed  

 be assured that the mentor is a person 

they can trust 

 collaboratively identify goals and 

objectives to be attained (as related to 

problem areas) 

 collaboratively establish a plan or 

strategy to address the problem or 

difficulty 

 collaboratively decide on a method to 

assess achievement or attainment of 

goal(s) 

 

 maintain and enhance the new teacher-

mentor relationship  

 use the mentor language protocol to 

assist the new teacher in defining and 

understanding the difficulty or problem 

 provide opportunities for new teachers 

to role-play or rehearse new skills 

 

 

Evaluation and Follow-up 
 
During this phase and throughout the duration of the relationship, the new teachers and mentor 

evaluate the new teacher-mentor relationship.  Further, both parties evaluate the extent to which 

goals have been met and the effectiveness of problem resolution or management. 

 

New Teachers need to: Mentors need to: 
 know that their efforts and achievements 

have been observed and recognized  

 assess the effectiveness of the strategies 

utilized to remedy the problem or 

difficult situation  

 express their thoughts, feelings, and 

behaviors relative to the new teacher-

mentor relationship 

 know they have contributed to the 

mentor’s development as a professional  

 

 ask for feedback regarding their 

personal style and effectiveness  

 know that their efforts have been 

observed and recognized 

 share their perceived benefits of being in 

this specific new teacher-mentor 

relationship 

 redefine the relationship in the context 

of the new teacher’s second year 

 

 

15 



  

Steps for Proactive Mentoring 
 

1. Demonstration Teaching 

 
The mentor demonstrates a lesson in order to model certain strategies for the new teacher.  The lesson 

should be one that targets a teaching technique or strategy the new teacher is interested in learning/using 

in his/her own classroom. 

 

2.  Coaching/Observation 

 
The mentor observes the new teacher while s/he is teaching.  The process involves a pre-conference to 

identify what will be observed and the data requested by the new teacher, a classroom observation and a 

post observation conference to discuss the data collected and its implication for teaching. 

 

3.  Paired Observation 
 
The mentor and new teacher may observe an effective teacher together, and then discuss what each saw 

and the possible implications for their own teaching. 

 

4.  Mentor Logs 
 

The mentor and new teacher agree upon a method of maintaining a list of contacts and a brief description 

of the interactions.  Mentor logs should be beneficial to both the mentor and new teacher.  This document 

should remain confidential.  The mentor and new teacher should initial the log monthly. 

 

5.  Additional Suggestions for Mentor/New Teacher Collaboration 

 Problem Solving 
A problem solving conference often focuses on a particular and sometimes urgent concern from 

the new teacher.  The mentor listens, asks clarifying questions and encourages the new teacher 

to consider possible strategies or solutions.  The mentor proposes possible next steps and 

solutions to address the concern. 

 Creating Lesson Plans Together 
The mentor may share his/her lesson plan and/or walk through the development of a lesson plan 

with the new teacher offering guidance, and suggestions and ideas that have proved successful 

for the Mentor. 

 Portfolio Assistance 
The mentor serves as the advisor to the new teacher in responding to the prompts in the 

portfolio.  The mentor reviews the completed portfolio with the new teacher before submitting 

the portfolio to the Principal. 
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Needs of New Teachers 

 
Professional 

 System Concerns 

 Policies & Procedures 

 Roles and Responsibilities 

 Community Values 

 

Instructional 

 Observations & Feedback 

 Resource & Material 

 Classroom Organization 

 Management/Discipline 

 Lesson Planning 

 

Personal 

 Emotional Support 

 Befriendment 

 Encouragement 

 

Emotional-Physical 

 Self-esteem 

 Security 

 Acceptance 

 Self-confidence 

 Illness resistance 

 

Psycho-Social 

 Friendships 

 Relationships 

 Collegiality 

 Interactions 

 

Personal-Intellectual 

 Intellectual stimulation 

 New ideas/knowledge 

 Aesthetic Experiences 

 Challenges 

 Innovative Techniques 
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Mentor Language 

A Mentoring Conversation: The Protocol 
 

Assess the new teacher’s needs by: 

 Making connections and building trust 

 Identifying successes and challenges 

Establish a focus for work by: 

 Paraphrasing 

 Clarifying 

Support the new teacher’s movement forward by: 

 Reflective questioning 

 Collaborating in problem-solving 

 Using the “teachable moment” 

Promote accountability by: 

 Identifying next steps 

 Agreeing to follow-up 

 

Paraphrasing: 

This communicates that the listener has heard what the speaker said, understood what the 

speaker said, and cares.  It involves restating and summarizing. 

 
 

 

 

 

 

 

Clarifying: 

This communicates that the listener has heard the speaker, but does not fully understand.  

In asking for clarification, the listener hopes to gather more information, seek clarity 

about speaker’s reasoning, seek connections between ideas, develop or maintain a focus. 

18 

Clarifying Stems: 

 I’d be interested in hearing more about……….. 

 Let me see if I understand……………….. 

 It would help me understand if you would give me an example…… 

 Is this idea like/different from……………… 

 To what extent………………………….. 
 

Paraphrasing Stems: 

 In other words………. 

 What I hear you saying…………….. 

 As I listen to you I’m hearing……………….. 
 



  

Reflective Questions: 

This helps a colleague hypothesize what might happen, analyze what worked or didn’t, 

imagine possibilities, and compare and contrast what was planned and what ensued. 

 

 

 

 

 

 
 

 

Teachable Moments: 

These are spontaneous opportunities, often following reflection, that offer the mentor a 

chance to fill in instructional gaps, help the new teacher make good choices, and help 

the teacher take the “next step.”  When doing so, it is important to share in the spirit of 

support and collaboration, be brief, avoid using jargon or sounding pedantic. 

 
 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Adapted from: Foundations in Mentoring, New Teacher Center @ University of California, Santa Cruz 
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 Reflective Questioning Stems: 

  What’s another way you might..........? 

  What would it look like if..........? 

  What might happen if..........? 

  How was…different from (like)……….? 

  How did you decide…..(come to the conclusion)……….? 

  What criteria do you use……….? 

  When have you done something like….before? 

   

 Teachable Moment/Collaborative Stems: 

  What I know about ________is………. 

  It’s sometimes helpful to ______when………. 

  One thing I’ve learned/noticed is………. 

  Several/some teachers I know have tried a couple of different 

  things in this sort of situation and maybe one might work  

  for you………. 

  Something you might consider trying is………. 

 

 Try following up with a question that might provoke reflection: 

  How might that look/work in your classroom? 

  What do you imagine might happen if you were to try something  

  like that in your classroom? 

  Which of these ideas might work best in your classroom? 



  

Mentor/New Teacher Observation Cycle Format 
 

Pre-observation conference 
 Mentor and new teacher meet to discuss the observation: including purpose of the 

lesson, expectations for students, and activities.  Work out logistics and time frame; 

it is not necessary to stay for entire block/class 

 Mentor and new teacher discuss the type of data to be collected, (e.g. types of 

questions, students’ responses, wait time, transitions) 

 Mentor and new teacher design the method of collecting such as graphs, charts, etc 

 Mentor and new teacher agree on a time for the post observation conference  

 

Observation 
 Review data to be collected 

 Be punctual 

 Focus on task (avoid interrupting the lesson) 

 Leave a copy of the data for the teacher before the post conference 

 

Post observation conference 
 Make the new teacher comfortable 

 Invite him or her to share immediate reactions to the lesson before discussing the 

data  

 Discuss data and the implications the data shows for instruction 

 Review strategies for change and encourage the teacher for his or her efforts 

 Assure confidentiality 
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Mentoring Resources 

 

 Logs 

 

 Self-Assessment 

 

 New Teacher Support Strategies 

 

 Mentor/New Teacher Web Sites 

 

 Preparing Reflective Mentors 

References 

 

 District Mentor Trainers 
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MONTHLY MENTORING DOCUMENTATION LOG 

Due June 1
st
 to Sue Davis at the Board Office 

Vouchers will be sent out after your log is received 
 

Name of Mentor: _________________________________________________  Building:___________________________ 

Name of New Teacher: ____________________________________________  Building: ___________________________ 

 

* New Teacher:  Meet at least 1 time per week for the 1
st
 4 weeks and then a minimum of 3 entries per month thereafter * 

* Alternate Route Teacher:  Meet at least 1 time per week for the 1
st
 8 weeks and then accrue 90 hours of mentoring by December 1

st
 * 

 

  DEMO = Demonstration lesson     CONF = Conference 

Schedule Type of Contact 

Check one 

Summary/Comments/Description Initials 

Date Time # of 

minutes 

Demo Conf   

      

      

      

      

      

      

      

      

      

      

2
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MONTHLY MENTORING DOCUMENTATION LOG 

Due June 1
st
 to Sue Davis at the Board Office 

Vouchers will be sent out after your log is received 
 

Name of Mentor: _________________________________________________  Building:___________________________ 

Name of New Teacher: ____________________________________________  Building: ___________________________ 

 

* New Teacher:  Meet at least 1 time per week for the 1
st
 4 weeks and then a minimum of 3 entries per month thereafter * 

* Alternate Route Teacher:  Meet at least 1 time per week for the 1
st
 8 weeks and then accrue 90 hours of mentoring by December 1

st
 * 

 

  DEMO = Demonstration lesson     CONF = Conference 

Schedule Type of Contact 

Check one 

Summary/Comments/Description Initials 

Date Time # of 

minutes 

Demo Conf   
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  DEMO = Demonstration lesson     CONF = Conference 

Schedule Type of Contact 

Check one 

Summary/Comments/Description Initials 

Date Time # of 

minutes 

Demo Conf   
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MONTHLY MENTORING DOCUMENTATION LOG  
(FOR SCHOOL-BASED MENTORS MENTORING EXPERIENCED TEACHERS NEW TO S.B.) 

Due June 1
st
 to Sue Davis at the Board Office 

Vouchers will be sent out after your log is received 
 

Name of Mentor: _________________________________________________  Building: ___________________________ 

Name of New Teacher(s): _____________________________________________________________________________________  

 

Month Meeting 

Date 

Meeting Summary Initials of 

those in 

attendance 

 

EVERY MONTH 

 

 Review events occurring in the building, ways to get involved in the school community, 

adjustments to schedules, etc. 

 Connect new teachers with other staff members who can serve as curricular support, 

resources, etc. 

 Check in on progress towards PDP 

 

 

September  Suggested Topics: Address questions from New Teacher Training (including non-tenured 

portfolio), Review school procedures, Discuss participation in school-based committees, Discuss 

record-keeping systems (planning & assessment), Support evaluation process (SCOPA, PDP, 

observations), School tour/staff introductions, Review Back-to-School Night expectations, etc.  

Additional Items Discussed: 

 

 

 

 

October  Suggested Topics: Address any questions regarding the district’s digital tools (PDExpress, Staff 

Portal, Performance Matters, Power School, etc.), Support evaluation process (SGO/OASYS), 

Complete and discuss Self-Assessment Form, etc. 

Additional Items Discussed: 
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November  Suggested Topics: Review parent/teacher conference procedures, Address report cards  

(if applicable), Address questions/concerns after first observation cycle, etc. 

Additional Items Discussed: 

 

 

 

 

 

December  Suggested Topics: Review school SST procedures and any specific student concerns,  

Discuss upcoming SGO midyear check-in, etc. 

Additional Items Discussed: 

 

 

 

 

 

January  Suggested Topics: Discuss student surveys, Non-Tenured Portfolio check-in,  

Address questions/concerns after second observation cycle, etc. 

Additional Items Discussed: 

 

 

 

 

 

February  Suggested Topics: Non-tenured Portfolio check-in, Review upcoming standardized testing 

procedures (if applicable), Supply ordering procedures (if applicable), Complete and discuss  

Self-Assessment Form, etc. 

Additional Items Discussed: 

 

 

 

 

March  Suggested Topics: Review parent/teacher conference procedures, Support evaluation process  

(SGO endpoint data, what to expect with summative report), etc. 

Additional Items Discussed: 
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April  Suggested Topics: Discuss summative evaluation process, Review upcoming standardized testing 

procedures (if applicable), etc. 

Additional Items Discussed: 

 

 

 

 

 

 

May  Suggested Topics: Review building close out procedures/expectations, Review report card 

procedures, Discuss PDP goals for following year), etc. 

Additional Items Discussed: 
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Self-Assessment Form for TEPES/ESEPES 
 

 

Directions: This is an optional form that teachers/Educational Specialists may use to do a self-assessment of their 

performance related to each standard.  The indicators are examples of what successful performance of that 

standard may entail, but they should not be viewed as a checklist of behaviors. As part of the mentoring process, 

all new hires will complete this form with their mentor 2 times during their first year. 

Date:      

 
TEPES        ESEPES 

#1.  Professional Knowledge 
The teacher demonstrates an understanding of the curriculum, 

subject content, and the developmental needs of students by 

providing relevant learning experiences. 

1.1 Shows fidelity to the curriculum by effectively 

addressing appropriate standards. 

1.2 Demonstrates an accurate knowledge of the subject 

matter. 

1.3 Bases instruction on rigorous goals, high 

expectations and an understanding of the subject. 

1.4 Demonstrates the ability to connect present content 

with past and future learning experiences, other 

subject areas, and real world/21
st
 century 

experiences and problems. 

1.5   Demonstrates knowledge of how to differentiate 

instruction (product, process, environment, or 

content). 

1.6   Demonstrates an understanding of the intellectual, 

social, emotional, and physical development of the 

age group. 

1.7 Communicates clearly and presents content in 

language understandable to the students. 

1.8   If teaching in an inclusion setting, demonstrates 

knowledge and an understanding of co-teaching 

models and strategies. 

#1. Professional Knowledge 
The educational specialist uses professional knowledge to 

address the needs of the target learning community while 

demonstrating respect for individual differences, cultures, 

and learning needs. 

1.1 Demonstrates knowledge and skills relevant to the 

profession. 

1.2 Demonstrates an understanding of the intellectual, 

social, emotional, and physical development of the 

learner. 

1.3 Promotes and models respect for individual and cultural 

differences.  

1.4 Uses district, school, family, and community resources 

to help meet learner and/or program needs.  

1.5 Identifies individual needs to assist in the 

implementation of intervention plans. 

1.6 Understands one’s responsibility to the system and 

collaborates in order to meet learner needs. 

 

Strengths: 

 

Areas for Growth: 

#2.  Instructional Planning 

The teacher plans using the state’s standards, the school’s 

curriculum, effective strategies, resources, and data to meet 

the needs of all students. 

2.1 Develops appropriate daily and weekly plans 

consistent with long-range unit plans, and 

adapts/revises plans based on needs of students or 

to accommodate the unexpected. 

2.2    Includes in plans the appropriate elements and 

strategies of effective instruction such as: 

standards, purpose/objective, opener, direct 

instruction and/or guided discovery, modeling, 

practice (guided and independent), summary and 

#2: Program Planning and Management 

The educational specialist effectively plans, coordinates, 

and manages programs and services consistent with 

established guidelines, policies, and procedures. 

2.1   Understands and follows applicable local, state and   

federal regulations, policies, guidelines, and 

procedures. 

2.2   Provides a safe and appropriate environment for 

service delivery. 

2.3   Organizes and maintains appropriate program and 

learner records. 
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closure linked to objective.   

2.3 Writes behavioral objectives that align to the 

curriculum and address student learning needs. 

2.4    Selects learning activities that support the 

objectives and are designed to interest students. 

2.5    Selects, creates, and/or uses materials that are 

professional in appearance and appropriate for the 

lesson. 

2.6 Appropriately paces lesson for content mastery, 

transitions, and early finishers as applicable. 

2.7 Plans in advance for differentiated instruction that 

is responsive to students’ individual plans 

(academic, behavioral, health). 

2.8    Uses data (student learning assessments) to guide 

planning. 

2.4    Demonstrates effective scheduling and time 

management skills. 

2.5    Identifies and manages available resources (human 

and/or financial) to address learner and program 

needs. 

2.6    Adheres to proper procedures for using, maintaining, 

updating, and securing program materials.  

2.7    Maintains fidelity in delivering programs and 

services. 

 

Strengths: 

 

Areas for Growth: 
 

 

#3.  Instructional Delivery 
The teacher effectively engages students in learning by using a 

variety of instructional strategies in order to meet individual 

learning needs. 

3.1 States/notes the purpose for each activity and 

consistently reinforces the learning target (goal). 

3.2    Engages and maintains students in active learning 

and promotes active listening. 

3.3 Builds upon students’ existing knowledge and 

skills, asks higher order thinking questions and 

requires students to justify their responses. 

3.4 Differentiates instruction to meet the students’ 

needs. 

3.5 Uses a variety of effective instructional strategies 

and resources. 

3.6 Uses instructional technology in appropriate and 

purposeful ways to enhance student learning. 

3.7 Solicits responses and checks for understanding in 

various ways and with multiple students. 

3.8    Situates students appropriately for the lesson (e.g. 

cooperative groups, working with students 

individually as well as in small groups or whole 

groups). 

3.9    Demonstrates pedagogical skills relevant to the 

subject area(s) taught and integrates key content 

elements into instruction. 

#3. Program Delivery 

The educational specialist uses professional knowledge to 

implement a variety of services for the targeted learning 

community. 

3.1    Selects, develops, organizes, implements, and 

supports program for specific learner and/or program 

needs.  

3.2 Uses technology, materials, and other resources as 

appropriate to deliver services and programs. 

3.3 Presents information and provides services using a 

variety of strategies or approaches to meet the needs 

of the learning community. 

3.4 Collaborates with instructional staff to design, 

implement, or support services for specific learner or 

program needs. 

3.5 On a continual basis, consults with administration, 

parents, community agencies, school, other related 

service providers, and support personnel to resolve 

issues and/or communicate progress related to the 

provision of programs/services to individual learners. 

3.6 Provides services that will support mastery of state 

and national standards or goals and objectives as 

applicable 

3.7 Interprets policies, programs, and/or procedures 

related to the delivery of services to learners. 

3.8   Assists in maintenance and monitoring of equipment 

/technology and training on its use. 
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Strengths: 

 

Areas for Growth: 
 

#4.  Assessment of/for Learning 

The teacher systematically gathers, analyzes, and uses 

all relevant data to measure student academic progress, 

guide instructional content and delivery methods, and 

provide timely feedback to both students and parents 

throughout the school year. 
4.1 Uses pre- and post- assessment data for both 

formative and summative purpose: to develop 

expectations for students; to differentiate; and to 

inform, guide and adjust instruction. 

4.2 Involves students in setting goals and reflecting on 

their own progress, and ensures that students 

understand what they are learning, why it is 

important, and how they are being assessed. 

4.3 Uses a variety of assessment strategies and 

instruments that are valid and appropriate for the 

content and the student population including district 

assessments. 

4.4 Selects and aligns assessments with lesson/unit 

objectives from the curriculum. 

4.5   Informally assesses students’ understanding and 

progress throughout the lesson, records evidence, 

and uses evidence in planning. 

4.6 Gives constructive and frequent feedback to 

students on their learning. 

4.7    Maintains and regularly updates records of student 

achievement/performance. 

4.8    Shares assessment data with parents, colleagues 

who share students, and administration.  

#4: Assessment  

The educational specialist gathers, analyzes, and uses data 

to determine learner/ program needs, measure 

learner/program progress, guide instruction and 

intervention, and provide timely feedback to learners, 

families, staff, and community. 

4.1   Demonstrates proficiency in administering, evaluating, 

and/or interpreting data from instruments or records. 
4.2 Provides accurate feedback to learners, families, and 

staff on assessment results. 
4.3 Uses assessment information in making 

recommendations or decisions that are in the best 

interest of the learner/school/district. 
4.4 Uses assessment data to modify strategies, 

interventions, services, and programs. 
4.5 Uses data to assess learner and/or program needs and 

outcomes. 
4.6 Documents learner and/or program outcomes and 

completes all required assessments in compliance 

with Federal, State or District mandates. 

 

Strengths: 

 

Areas for Growth: 
 

 

30 



  

#5.  Learning Environment 

The teacher uses resources, routines, and procedures to 

provide a respectful, positive, safe, student-centered 

environment that is conducive to learning. 
5.1 Establishes clear expectations for classroom rules 

and procedures early in the year and enforces them 

consistently and fairly.  Students show knowledge of, 

and adherence to, the routines. 

5.2 Arranges the classroom to maximize learning while 

providing a neat, organized, and safe environment. 

5.3 Establishes an engaging, student-centered 

instructional space that is appropriate for content 

area/grade.  Current, relevant student work is 

attractively displayed. 

5.4 Deescalates inappropriate or disruptive behavior 

using fair, consistent, established practices. 

5.5 Promotes cultural sensitivity and respect for diversity 

(including language, culture, race, gender, and 

special needs). 

5.6 Actively listens and pays attention to students’ needs, 

responses, talents and interests. 

5.7 Establishes a climate of trust and teamwork in which 

interactions are positive, fair, caring, respectful, and 

enthusiastic. 

5.8 Promotes an environment in which students 

demonstrate a seriousness of purpose and comfort in 

taking academic risks. 

5.9    Employs smooth transitions between learning 

activities to maximize instructional time/pacing and 

sets time parameters. 

#5: Communication and Collaboration 

The educational specialist communicates and 

collaborates effectively with learners, families, staff, and 

the community to promote student learning and well-

being.  

5.1 Supports, promotes, and communicates the mission, 

vision, and goals of the school and the district. 

5.2 Uses effective written, verbal, and nonverbal 

communication skills. 

5.3 Initiates, maintains, and appropriately documents 

communication to support the needs and progress of 

the learning community. 

5.4 Supports learner success and well-being by working 

collaboratively with stakeholders in and out of the 

district. 

5.5 Collaborates with stakeholders to design, 

implement, and/or support services for specific 

learner or program needs. 

5.6 Responds promptly to learner, family, staff, and 

community concerns. 

5.7 Actively assumes an advocacy role for learners and 

families. 

5.8 Uses resources, including technology, to effectively 

communicate with stakeholders. 

  

Strengths: 

 

Areas for Growth: 
 

#6.  Professionalism 

The teacher maintains a commitment to professional 

ethics, communicates effectively, and takes responsibility 

for and participates in professional growth that results in 

enhanced student learning.  
6.1 Adheres to federal/state laws/mandates, 

school/district policies, safety/security requirements, 

and ethical guidelines. 

6.2 Participates in training related to content, assessment, 

grade level, instructional practices and strategies, and 

technology/digital tools and applies learning into 

instructional practice. 

6.3 Establishes Professional Development Plans for 

improvement and enhancement of knowledge and 

skills and demonstrates increasing initiative for 

improving professional performance. 

#6:  Professionalism 
The educational specialist demonstrates behavior 

consistent with legal, ethical, and professional standards, 

contributes to the profession, and engages in 

professional growth. 

6.1 Follows federal and state guidelines and school 

board policies and procedures.  

6.2 Maintains positive professional behavior (e.g. 

demeanor, punctuality, and attendance). 

6.3 Performs assigned duties in a timely manner.  

6.4 Respects and maintains confidentiality. 

6.5 Evaluates and identifies strengths and areas for 

growth related to professional skills. 

6.6 Sets measurable goals for improvement of skills and 

professional performance. 

6.7 Participates in professional growth activities and  
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6.4 Communicates and plans effectively with co-

teaching and collaborative partners to promote 

shared students’ well-being and success (e.g. CST, 

IST, related service providers, counselors) 

6.5 Enhances the school community by engaging in 

academic and social activities with students outside 

of his/her classroom.   

6.6 Works in a collegial and professional manner with 

administrators and other school and district 

personnel.  Accepts and uses professional feedback 

to enhance effectiveness. 

6.7 Builds positive, proactive, and professional 

relationships with parents/guardians through 

frequent, timely and effective communication 

concerning students’ progress. 

6.8 Serves as a positive and contributing member of the 

professional learning community (e.g. attendance at 

and participation in department/faculty meetings, 

research-study groups, committees, teams, PLCs, job 

alike groups). 

6.9    Demonstrates consistent mastery of standard oral and 

written English in all communication. 

6.10  Seeks appropriate leadership roles and opportunities 

within the learning community. 

6.8 Incorporates learning into professional practices. 

6.9 Mentors, trains, and/or supports colleagues in 

professional growth opportunities. 

6.10 Contributes to the organization and community. 

6.11 Adheres to professional, legal, and ethical 

standards. 

 

Strengths: 

 

Areas for Growth: 
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NEW TEACHER SUPPORT STRATEGIES:  

WEEK #1 
Note:  This is a general guide to use as a starting point…you can add and/or delete as you 

see necessary after collaboratively reviewing it with the new teacher.   

 

DATE ACTION TO BE TAKEN DISCUSSION & CONCERNS 

 

 Tour school and introduce to 

staff 

o Main Office 

o Other Administrative 

Office(s) 

o Student Services Office (s) 

o Teacher Work Areas 

o Faculty Dining Area 

o Health Office 

o Front Desk 

o Library 

o Gym 

o Bathrooms (Staff and 

Student) 

o Cafeteria 

o Auditorium 

o Classrooms 

 

 

 Visit new teacher’s classroom 

o Assist with arranging  

o Classroom rules 

o Grading 

o Daily routines 

o Attendance 

o Storage 

o E-mail and voice mail 

o Books 

o Bulletin boards 

o Specific school procedures 

o Contacting office 
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DATE ACTION TO BE TAKEN DISCUSSION & CONCERNS 

 

 Review Forms 

o Explain where to access 

o Explain how to complete 

o Explain where to submit 

(Examples of forms: 

behavior referrals, daily or 

weekly bulletin, field trip & 

permission, repair orders, 

supply requests) 

 

 

 Review Materials Acquisition 

o Explain where to find 

supplemental materials 

o Explain sign-out 

procedures 

o Explain where and how 

to access supplies 

 

 

 Review new teacher’s concerns 

o Discuss duties such as 

school or department 

duties 

o Identify people with 

expertise within the 

department 

o Dealing with student 

IEP’s  and 504’s 

o Observations 

o Schedule 
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NEW TEACHER SUPPORT STRATEGIES: 

 MONTHS 1-3 
DATE ACTION TO BE TAKEN 

 

DISCUSSION & CONCERNS 

 Curriculum 

o Describe how to use 

curriculum 

o Discuss pacing/learning 

for understanding 

o Describe how to 

incorporate resource 

materials to supplement 

curriculum 

o Review student work 

samples and grading 

o Discuss types of 

assessment 

o Discuss teaching 

strategies such as 

cooperative learning and 

differentiation 

 

 

 Classroom Discipline 

o Discuss classroom 

management 

o Discuss student behavior 

management 

o Provide examples of 

discipline policies and 

practices 

o Go over school rules 

o Discuss chain of 

command 
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DATE ACTION TO BE TAKEN DISCUSSION & CONCERNS 

 

 Observation of mentor teacher 

o Discuss what new 

teacher would like to see 

o Plan together 

o Arrange with 

administration for 

permission and coverage 

of mentor’s classroom 

o Actual visit of new 

teacher to mentor’s 

classroom along with 

follow-up discussion 

 

 

 Other Concerns 

o Discuss together Back-

to-School Night 

o Formal observations by 

administration or 

supervisors 

o Lesson plans 

o Grading 

o Other concerns 
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NEW TEACHER SUPPORT STRATEGIES: 

 MONTHS 4-6 

 
DATE ACTION TO BE TAKEN DISCUSSION & CONCERNS 

 

 Curriculum 

o Check progress in using 

curriculum 

o Discuss pacing/learning 

for understanding 

o Remind new teacher of 

resource materials to 

supplement curriculum 

o Review student work 

samples and grading 

o Review types of 

assessment being used 

o Review lesson plans 

 

 

 Classroom Discipline 

o Discuss classroom 

management 

o Discuss student behavior 

management 

o Review policies and 

practices as needed 

o Provide personal 

experiences if needed 

o Review chain of 

command if needed 
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DATE ACTION TO BE TAKEN DISCUSSION & CONCERNS 

 

 Observation of new teacher 

o Discuss what new 

teacher would like to 

have observed 

o Plan together 

o Arrange with 

administration for 

permission and coverage 

of new teacher’s 

classroom 

o Actual visit of mentor to 

new teacher’s classroom 

along with follow-up 

discussion 

 

 

 Formal observations of new 

teacher (if new teacher is 

comfortable sharing) 

o Discuss strengths 

o Discuss 

recommendations and 

strategize together 

 

 

 Other Concerns 

o Discuss any school-wide 

activities if needed 

o Discuss parent 

conferences 

o When relevant, share 

personal experience from 

first year of teaching 

o Address student concerns 

such as academics and 

behavior 

o Review teacher 

participation in school 

community 

o Other concerns 
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NEW TEACHER SUPPORT STRATEGIES:  

MONTHS 7-10 

 
DATE ACTION TO BE TAKEN DISCUSSION & CONCERNS 

 

 Curriculum 

o Check progress in using 

curriculum 

o Discuss pacing/learning 

for understanding 

o Remind new teacher of 

resource materials to 

supplement curriculum 

o Review student work 

samples and grading 

o Review types of 

assessment being used 

o Review lesson plans 

o Discuss impact of 

standardized testing 

 

 

 Classroom Discipline 

o Discuss progress & 

problems with classroom 

management 

o Discuss student behavior 

management 

o Review policies and 

practices as needed 

o Provide personal 

experiences if needed 

o Review chain of 

command if needed 
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DATE ACTION TO BE TAKEN DISCUSSION & CONCERNS 

 

 Other Concerns 

o Discuss end of year 

activities 

o When relevant, share 

personal experience from 

first year of teaching 

o Address student concerns 

such as academics and 

behavior 

o Review teacher 

participation in school 

community 

o Other concerns 
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SOUTH BRUNSWICK TOWNSHIP PUBLIC SCHOOLS 

 

 

 

 

 

 

 

 

 

 

~ District Mentor Trainers ~ 
 

Brian Burniston Constable Elementary School brian.burniston@sbschools.org 

 

Tara Burniston South Brunswick High School taralyn.burniston@sbschools.org 

 

Maureen Hartman Crossroads North Middle School maureen.hartman@sbschools.org 

 

Debbie Miller Monmouth Junction Elementary 

School 

debra.miller@sbschools.org 

 

Sue Zavaglia Crossroads South Middle School susan.zavaglia@sbschools.org 

 

Edith Fox South Brunswick High School edith.fox@sbschools.org 

 

 

~ District Support ~ 
 

Jennifer Diszler Board of Education Office jennifer.diszler@sbschools.org 

 

 

 

 
 
 

 

 

P.O. Box 181 • Monmouth Junction, New Jersey 08852 • (732) 297-7800 • FAX (732) 940-6418 

www.sbschools.org 
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Scott Feder 
Superintendent of Schools 

 
Thaddeus Thompson 

Business Administrator/ Board Secretary 
 

 

              Jennifer K. Diszler                                              
Assistant Superintendent for Curriculum,    

Instruction and Administration 

Kimberly Maloy-White 
Assistant Superintendent for Human Resources 
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