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Croton-Harmon Union Free School District

Professional Development Plan

Introduction
Education Law §§3006(3) and 3006-a set the requirements for continuing teacher and leader education (CTLE).
Holders of professional classroom teaching and professional educational leadership must complete a minimum
of 100 clock hours of continuing education within each five year registration period. The Croton-Harmon
Professional Development Plan reflects opportunities to expand educator's content knowledge, enhance the
pedagogy that best provides developmentally-appropriate instructional strategies, and increase the skills
through which we assess student progress. The professional development opportunities also provide
educators with opportunities to analyze, apply, and engage in research. The Commissioner’s Regulations,
Section 100.2(dd), require the Superintendent of the Croton-Harmon Union Free School District (the “District”)
to (i) annually certify to the New York State Department of Education (NYSED) that the District has a current
Professional Development Plan (PDP) and (ii) certify that the PDP will be in place for the upcoming school year.
The Commissioner’s Regulations require that professional certificate holders in the District complete 100 hours
of professional development for teachers and administrators to maintain their certification. To that end, the
District must file a PDP Statement of Certification with NYSED, by sending the Statement of Certification to
NYSED by September 30th each year.

The Croton-Harmon Vision, Mission and Goals
The District is committed to ensuring that, both intellectually and socially, its students are equipped to become
lifelong learners who are able to meaningfully and memorably contribute to society. To accomplish this, the
District takes strategic steps to be a world-class school system in three specific areas: Learning Standards,
Quality Systems, and Infrastructure.

Learning Standards gauge students’ substantive education and ability. NYSED has identified standards in
various academic disciplines that stand alongside the "habits of mind” we value such as critical thinking and
problem solving. Learning Standards are defined by New York State but also exist at the national level. In many
academic areas there are also international standards. The Croton-Harmon School District takes strategic steps
to be a world-class school system by embracing the tenets of research and striving to incorporate several
indicators of a world-class school system into our learning program:

● All subjects are taught through projects/problems within and across grade levels; often designed with
employers;

● Students have internships and community opportunities;
● Students have mentors and guidance through their academic programs;
● Students have a voice in governance and the school environment;
● Students have choice and a broad, flexible curriculum;
● Students have the opportunity to produce authentic work that is meaningful or useful to others;
● Students engage in a disciplined learning process that values an iterative process where multiple drafts

are produced before completing a final product
● Students should be exposed to local and global perspectives in the curricula;
● Students should have international partners and exposure to languages and cultures other than their

own.
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Quality Systems gauge the processes and procedures that the Croton-Harmon School District has in place to
communicate its vision and mission. It is the organizational structure, procedures, processes and resources
needed to implement a quality learning experience for our students. We measure this effectiveness through
the standards of the Tri-State Consortium. The Tri-State Consortium, of which the District is a member,
identifies eight performance indicators of a quality school system grouped into three categories: student
performance, internal supports, and external supports. To quote the mission of Tri-State, “The Consortium is a
learning organization devoted to assisting its member districts in using student performance data to develop a
rigorous framework for systemic planning, assessment, accreditation, and continuous improvement.” There
are eight Tri-State Standards: Performance-based Assessment; Student Metacognition in the Learning Process;
Student Performance Data; Curriculum and Instruction; Professional Learning, Supervision, and Evaluation;
Equitable Support for Student Needs; Shared Vision and Environment for Change; and Parent and Community
Support.  For more information, please visit: www.tristateconsortium.org/index2.html.
 

Infrastructure consists of the standards we establish for quality curriculum, instruction, assessment, and
technology that incorporate the New York State Learning Standards. Based on rigorous Tri-State Standards and
best educational practices in these areas, we continually assess our curricula. Our curricula employ a
backwards-design process which first identifies how we want students to demonstrate their learning and apply
their learning to new, real world situations. This is demonstrated in our district curriculum maps and measured
against the Tri-State Standards as listed above. Technology integration is articulated as a highly descriptive
performance indicator that centers on the effective use of technology to problem-solve, communicate,
collaborate, and engage a range of other tasks in support of an inquiry-based mode of learning. Many of the
specific learning tasks embedded in our curriculum maps are aligned with national standards and frameworks
ranging from the International Society for Technology in Education (ISTE) and National Educational Technology
Standards (NETS), as well as, the Framework for 21st Century Learning.

We use the various standards and measures, as mentioned above, to define Croton’s world class system to
continue to prepare our students for the world they face.   The Croton-Harmon School District is committed to:

● Challenging all children with high expectations
● Including parents and the wider community as partners in this endeavor
● Fostering a climate of mutual respect
● Having teachers play a strategic role in students’ education
● Developing skills that will enable students to meet responsibly the challenges that lie ahead of

them

Professional Development Initiatives Align with District Goals
It is with the above mission and vision that the Croton-Harmon Union Free School District created its goals and
aligned the district’s professional development plan to help achieve these goals specific to student learning.
Croton’s Goals:

I. Educational Program-Learning for All: Increase learning for all in the areas of quality curriculum,
instruction, assessment, and the integration of technology into quality learning experiences.

II. School Environment: Promote a school environment where everyone including students, parents,
and staff members feel valued, respected and safe.

III. District Resources: Increase the cost-effective use of resources (including fiscal resources, time,
and structures).

IV. Community/School Connection: Increase interactions and communications between school and
community.
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Based upon these goals, along with our analyses of multiple sources of data, our professional development
goals and our CTLE curriculum for the 2020-2021 school year is as follows:

I. Expand educators’ knowledge of the skills of a Croton-Harmon Profile of a Graduate
II. Expand educators’ knowledge of the Croton-Harmon Strategic Coherence Plan which has identified

its goal, “Critical and creative thinking through problem solving”
III. To consider how the affective dispositions on the “back of the head” (empathy, flexibility,

adaptability) of the profile of the graduate can inform both the intellectual and social-emotional
development of our students.

IV. Expand educator’s instructional toolkit to address the needs of multiple learning environments in
lights of potential needs for modified scheduling or further school closure

V. Provide educators with the knowledge and skills related to Restorative Practices and Cultural
Competence to further promote supportive, respectful and trusting learning environments for all
students

VI. Continue to explore the recommendations of the Equity Stakeholder Team for ways with which we
can expand learning to include diverse perspectives.

VII. Expand educators’ content knowledge and the knowledge and skills necessary to provide
developmentally appropriate instructional strategies and assesses student progress

VIII. Provide opportunity to collaborate both vertically and horizontally to improve instruction and
student achievement

IX. Provide opportunity for educators to have the knowledge and skills to meet the diverse needs of all
students

X. Provide opportunity to collaborate with the Croton-Harmon community (administrators, teachers,
students, parents  and other partners in education

XI. Support building-level professional development to implement job embedded, collaborative and
sustainable professional learning to address the greatest areas of need identified by data sources.
This is accomplished through continued work with curriculum coordinators.

XII. Continue to support staff in their understandings of the Framework for Teaching and the
Multidimensional Principal Practice in order to impact student learning as well as understand all
facets of the Annual Professional Performance Review. This will be used to drive improvements in
the classroom learning environment.

XIII. Continue to analyze student data and how to strategically use multiple sources of data to improve
student achievement. Educators will have opportunities to use disaggregated student data and
other evidence of student learning to determine professional development learning needs. We use
these data to produce action plans and determine next steps to support a continuous growth
model.

XIV. Standardize our linkages of units of study to Standards which is reflected in reporting student
progress

XV. Implement and refine the Response to Intervention process to increase the monitoring of student
growth and ultimately increasing student achievement K – 8.

XVI. Create and refine curriculum maps to clearly identify the essential learning for each grade level and
discipline and align work with the New York State Learning Standards.

XVII. Promote technological literacy and facilitates the effective use of all appropriate technology
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The Croton-Harmon School District provides research-based professional development and also partners with
the following to provide professional development opportunities that align with the CTLE curriculum:

● Putnam-Northern Westchester BOCES
● Lower Hudson Regional Information Services
● Hudson River Teachers Center
● The NYU Metropolitan Center for Research on Equity and the Transformation of Schools
● RULER: Yale Center for Emotional Intelligence - Dr. Marc Brackett
● Learner Centered Initiatives, Inc.
● Columbia Teachers College
● Dialectical Behavior Therapy – Mazza Consulting
● Google and Blackboard Training Series
● Altaris Safety Consultants
● Co-Teaching - Gold, Mansour and Rutherford Consulting

The Croton-Harmon School District’s Professional Development Plan is aligned with the Commissioner’s
Regulations, New York State’s Professional Development Standards, and New York State’s Ten Standards for
Quality Professional Development as outlined below:

Commissioner’s Regulations, Section 100.2 (dd)
According to the General School Requirements, Part 100 Regulations, “New York State seeks to enhance
students’ cognitive, social, emotional and academic achievement throughout its schools. Given that research
indicates that teacher quality is the single most powerful influence on student achievement, it is essential to
ensure that teachers are provided with ongoing, high quality professional development to sustain and enhance
their practice.”   Furthermore, Part 100 Regulations state the following requirements:

● Commissioner’s Regulation 80-3.6 (b)(1) requires that Professional certificate holders and Teaching
Assistant III certificate holders complete professional development every five years (100 hours for
teachers and school leaders) in order to maintain their certification. In Croton, we monitor all
professional development hours using My Learning Plan and report these hours to New York State.

● Commissioner’s Regulation 100.2(dd) Professional Development requires each district and BOCES to
collaboratively develop a plan for professional development that is annually revised and approved by
its board of education. In Croton, we align our professional development plan to the district’s yearly
goals. Each year based on student achievement data, data from the Annual Professional Performance
Review, and data from other sources, we create annual district goals. This needs analysis drives the
plan.

● Commissioner’s Regulation 100.2(o) Annual Professional Performance Review (APPR) focuses on the
process of teacher evaluation and improving professional practice in the context of local needs and
resources. This regulation requires that those with unsatisfactory performance receive a teacher
improvement plan with appropriate professional development. In Croton, our Annual Professional
Performance Review clearly identifies a plan of action to support teachers with unsatisfactory
performance.  This plan identifies specific professional development needs to support the teacher.
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The New York State Professional Development Standards
As stated in the Part 100 Regulation, “New York State Learning Standards are based on an analysis and
adaptation of the National Staff Development Council’s Standards for Staff Development (Learning Forward) as
well as other national, state, and professional standards. The New York State Professional Development
Standards are based on fundamental knowledge about contextual factors from converging research about
effective professional development and its ultimate impact on student learning. Attributes of effective
professional development include the following:

● Effective professional development fosters a culture of continuous improvement for all engaged in the
learning endeavor. Practices address the needs of professionals throughout their careers and embrace
other stakeholders as participants in learning. Activities are evaluated both for effectiveness and
impact on student learning.

● Effective professional development is that which improves the learning of all students, including those
with different educational needs, learning styles, and incremental abilities, and those from diverse
cultural and linguistic backgrounds. 

● Professional development is most effective when there are clear research-based expectations for what
teachers should know and be able to do to support student learning. These expectations are reflected
in the New York State Code of Ethics for Educators, district Professional Development Plans, Annual
Professional Performance Reviews, and Commissioner’s Regulations related to teacher preparation and
certification. They are also enumerated and reflected in collective bargaining agreements, job
descriptions and assignments, performance appraisal systems, systems of rewards and incentives for
teachers, and in the design and content of teacher professional development.

● Professional development is most effective when it takes place in professional learning
communities. These learning communities might take various forms, but they are all characterized by
ongoing learning. They encourage individual and collaborative exploration, practice, and reflection. 
They foster collegiality and problem solving, and they emphasize continuous improvement in
classrooms and schools.

● Professional development is most effective when there is collaborative leadership and shared
responsibility for improving teaching and learning. Collaborative leadership for professional
development recognizes that the pursuit of excellence is never-ending and embraces the individual and
collective goals and talents of teachers, paraprofessionals, parents, school administrators, school
boards, district and state staff, institutions of higher education, unions, and other stakeholders.

● Professional development is most effective when it is job embedded, directly relevant to classroom
practice, provided over time, and when it provides opportunity for practice of new strategies, time to
reflect on changes, and time to integrate new learning into the teaching practice.

● Professional development is most effective when adequate resources are provided. Resources include
money, people, and time. Resources necessarily come from a variety of sources, and must be
sufficiently sustained over time to insure the full impact of professional development. Resources are
adequate when they ensure that all educators can study, practice, reflect, receive feedback on practice,
and implement knowledge and skills necessary to be effective with their students and others.
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The New York State – Ten Standards for High Quality Professional Development

1. Designing Professional Development: Professional development design is based on data; is derived
from the experience, expertise and needs of the recipients; reflects best practices in sustained
job-embedded learning; and incorporates knowledge of how adults learn.

2. Content Knowledge and Quality Teaching: Professional development expands educator's content
knowledge and the knowledge and skills necessary to provide developmentally appropriate
instructional strategies and assess student progress. 

3. Research-based Professional Learning: Professional development is research-based and provides
educators with opportunities to analyze, apply and engage in research.

4. Collaboration: Professional development ensures that educators have the knowledge, skill and
opportunity to collaborate in a respectful and trusting environment.

5. Diverse Learning: Professional development ensures that educators have the knowledge and skills to
meet the diverse learning needs of all students.

6. Student Learning Environments: Professional development ensures that educators are able to create a
safe, secure, supportive, and equitable learning environments for all students.

7. Parent, Family and Community Engagement: Professional development ensures that educators have
the knowledge, skill, and opportunity to engage and collaborate with parents, families, and other
community members as active partners in children’s education.

8. Data-driven Professional Practice: Professional development uses disaggregated student data and
other evidence of student learning to determine professional development learning needs and
priorities, to monitor student progress, and help sustain continuous professional growth.

9. Technology: Professional development promotes technological literacy and facilitates the effective use
of all appropriate technology.

10. Evaluation:  Professional development is evaluated using multiple sources of information to assess its
effectiveness in improving professional practice and student learning.

Croton-Harmon Philosophy for Professional Development
As a district, we are committed to the professional growth of all of our teachers, administrators, and all staff
supporting student learning. We are especially committed to ensuring that new teachers get the necessary
guidance and support to succeed. Therefore, this plan delineates the structures and practices designed to
support the ongoing development of all teachers and administrators.

We believe that professional development occurs within the learning community. This learning community is
composed of teachers, administrators, mentors, staff-developers, and instructional coaches. We have
representation from all buildings and educational levels on our Annual Professional Performance Review
Committee.

This document, in concert with our Annual Professional Performance Review, serves as a resource for all
educators to clarify expectations and services available to support professional growth. It is the District’s plan
to:

● Plan, facilitate, and coordinate professional development opportunities that support educators in the
district. These opportunities will be specific to district goals and priorities. Using the findings from the
APPR and other data sources will also guide the professional development opportunities offered each
year.
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● Use My Learning Plan as a vehicle to document and report professional development opportunities. It
serves as a vehicle to communicate offerings to all staff. Workshops are on-going, even during the
summer months to support ongoing learning. Educators may propose offerings, serve as leaders of
professional development and help identify areas of professional development needs. We accomplish
this with a balance of external and internal support.

● Continue to engage the Croton Professional Accreditation Committee to identify NYSUT courses that
support our professional development plan, district goals and mission.

● Create on-going professional support for staff, especially in the process of creating Student Learning
Objective and yearly goals.

● Continually review the needs of our classified students to ensure staff have the necessary skills to
support student learning and growth.

● Continue to meet every Wednesday – with an extended day for educators – to engage in ongoing
professional development. We also have built in superintendent's conference days and maintain a
budget to support continued growth. On-going professional development can take on numerous
forms: critical friends, peer review, professional journals, piloting programs, portfolio development,
staff development workshops, study groups including self-analyses, and videotaping lessons.

Croton-Harmon Domains of Instructional Practice
All teachers will be engaged in goal setting on an annual basis by specifically identifying Domain/Components
from the Danielson framework that would serve as the year’s focus. Educators will be provided with training
and support on the APPR requirements, goal setting, and the evaluation model. This APPR Plan is founded on
the conceptual principles of Charlotte Danielson, published as A Framework for Teaching (©2013, Educational
Testing Service) and revised and approved by the NYS Education Department in July 2011. The domains are
tightly integrated with one another. They provide a straightforward, common vocabulary with which to
conduct an ongoing professional conversation that fulfills the basic purpose of the APPR Plan. The four
“Domains of Professional Practice” are articulated with the eight (8) criteria for evaluation as required in part
100.2 of the Regulations of the Commissioner of Education.

Croton-Harmon Four Domains of Professional Performance - Teachers

1. Planning and Preparation.  The Commissioner’s evaluative criteria (Content knowledge; Preparation;
Student assessment; Collaboration)

2. The Classroom Environment.  Commissioner’s evaluative criteria (Classroom management)

3. Instruction. Commissioner’s evaluative criteria (Instructional delivery; Student development)

4. Professional Responsibilities. Commissioner’s evaluative criteria (Reflective and responsive practice)

NYS Teaching Standards in Correlation with the Framework of Teaching Domains

1. Knowledge of Students and Student Learning (Domain 1): Teachers acquire knowledge of each student,
and demonstrate knowledge of student development and learning to promote achievement for all
students.

2. Knowledge of Content and Instructional Planning (Domain 1): Teachers know the content they are
responsible for teaching, and plan instruction that ensures growth and achievement for all students.
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3. Instructional Practice (Domain 3): Teachers implement instruction that engages and challenges all
students to meet or exceed the learning standards.

4. Learning Environment (Domain 2): Teachers work with all students to create a dynamic learning
environment that supports achievement and growth.

5. Assessments for Student Learning (Domain 1 & 3): Teachers use multiple measures to assess and
document student growth, evaluate instructional effectiveness, and modify instruction.

6. Professional Responsibilities and Collaboration (Domain 4):  Teachers demonstrate professional
responsibility and engage relevant stakeholders to maximize student growth, development, & learning.

7. Professional Growth (Domain 4): Teachers set informed goals and strive for continuous professional
growth.

Croton-Harmon Leadership – Commitment to Professional Development for Leaders
The Croton-Harmon District is equally committed to the professional development of its leaders. The purpose
of professional development is to improve student achievement through improved leadership performance. It
is our belief that the principal/leader professional development plan and evaluation process should be
authentic and reflect the real work of leaders. It should promote reflection and improve our craft, practice,
and ultimately student achievement. It is based on professional trust and collaboration. This process
recognizes the complexities of good leadership and the value of good professional practice. Finally, it
encourages multiple forms of assessment in documenting competency and growth.

Croton-Harmon Domains of Principal Leadership

Domain #1: An educational leader promotes the success of all students facilitating the development,
articulation, implementation, and stewardship of a vision of learning that is shared and supported by
all stakeholders.  (Shared Vision of Learning).

Domain #2: An educational leader who promotes the success of every student by advocating,
nurturing, and sustaining a school culture and instructional program conducive to student learning and
staff professional growth.  (School Culture and Instructional Program).

Domain #3: An educational leader who promotes the success of every student by ensuring
management of the organization, operation, and resources for a safe, efficient, and effective learning
environment.  (Safe, Efficient, Effective Learning Environment).

Domain #4: An educational leader promotes the success of every student by collaborating with faculty
and community members, responding to diverse community interests and needs, and mobilizing
community resources. (Community)

Domain #5: An educational leader promotes the success of every student by acting with integrity,
fairness and in an ethical manner. (Integrity, Fairness, Ethics)

Domain #6: An educational leader promotes the success of every student by understanding,
responding to, and influencing the political, social, economic, legal, and cultural context. (Political,
Social, Economic, Legal, and Cultural Context)

Croton-Harmon Mentoring Program
Introduction - Learning is a lifelong experience for every member in the educational community.  Therefore,
the Croton-Harmon Mentoring Program affords mentors and mentees opportunities to develop and reflect on
best teaching strategies, methods, and philosophies. In this light, the mentor learns as well as teaches. The
mentoring program is designed to encourage experienced, tenured teachers to share their knowledge, talents,
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and skills with new teachers in the district.  The role of the mentor is to help these new teachers enter the
profession and the district through a cooperative, non-evaluative, and confidential relationship.  It is hoped the
program will assist new teachers in the district to:

● Improve teaching performance by developing or enhancing effective teaching skills
● Promote the personal and professional well-being of teachers in a non-evaluative format
● Help the professional develop his/her own special talents and competencies

We wish to acknowledge the hard work and commitment devoted to this work by our committee members.

Their deep thinking, sincere expression of ideas and thoughtful suggestions for making this program one that

would help strengthen new professionals to the district was invaluable to the process.  We hope the mentoring

program will be a part of our professional outreach to new teachers for many years to come.

What is the goal of the program? The goal of the mentoring relationship is to help beginning or new teachers

make effective instructional decisions to improve student learning.  To achieve this goal, mentors assist the

mentees in the following ways:

● Develop the skills of problem solving through analysis and reflection on his/her teaching behaviors
● Explore with the mentee a variety of teaching strategies that address diversity in students
● Identify effective teaching practices that facilitate student learning
● Assist the mentee in acclimating to the culture of the school and community
● Assist the mentee in interpersonal skills so as to maximize success within the school community
● Provide models to arrive at excellence in the profession of teaching

Who is a mentor? The mentor is a professional colleague who can model exemplary instruction in an
empathetic, non-evaluative and supportive manner. This experienced professional is one who has
demonstrated an understanding of the art and craft of teaching. A mentor can ease the transition of any
teacher, experienced or inexperienced, to a new school, a new district, and a new community. Mentors lend
support and encouragement to mentees, providing an open door policy in teaching, so that no new teacher has
to work in isolation. A mentor is a respected member of the school community, one who can aid a new teacher
in the often difficult transition to a new school.

Who is the mentee? A mentee is a probationary or leave replacement teacher, new to the profession or to the
district, whose desire to reach his or her greatest potential is supported by an experienced colleague. In the
Croton Harmon School District, all teachers new to the district are involved in a mentoring program, which
introduces new staff to the culture, expectations and requirements of the district.  Additionally, teachers who
join the faculty mid-year or later will be assigned a mentor who will continue supporting the new staff member
through the next school year. A mentee may also be a teacher in need of improvement as identified by the
Annual Professional Performance Review.  There may be other situations or special circumstances, at the
discretion of the building principal that a mentor will be assigned to a mentee.

What should a mentor be? Empathetic, Motivated; Communicator of many things, including hope and
optimism; Accepting of many learning styles; Skilled at providing instructional support; Possesses many
interpersonal skills; A continuous learner; A reflective practitioner; Enthusiastic and upbeat; Patient and good
humored

The mentor’s role is multifaceted.  Every mentor will be responsible for guiding a mentee through the first year,
but each will do it with an individual approach. All mentors will be expected to serve as a role model, an
advisor, and a resource to his or her mentee over the course of the year.  These roles will be tailored to
individual needs and expectations of the mentee with the goal of improving student achievement.
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What does a mentor do? Mentors are dedicated professionals who work with new staff members for one year
to: Organize and set up classrooms; Design lessons; Plan curriculum; Understand building routines; Manage
time; Improve classroom management; Broaden the repertoire of effective instructional strategies; Assist in
professional goal setting; Cope with unexpected situations or problems; Promote professional growth and
development; Improve student motivation and learning; Introduce staff and community; Introduce our
district’s organizational structure, committees and resources; Provide positive support without being part of
the evaluation process

Why should you be a mentor?  Mentors grow professionally as they help new staff members; Mentors have
the fulfillment of seeing another professional grow; Mentors add to the excellence of our school district

Who can be a mentor? Teachers tenured in the Croton-Harmon Union Free School District; Teachers retired
from the Croton-Harmon School District for no more than two years (when an on-site mentor cannot be found)

What will the mentor’s responsibilities be?

1. Observations: New teacher to observe mentor; New teacher observed by mentor; Reflection on
observations; Every effort will be made to help mentor/mentee schedule observations; The building
administrator will help plan for classroom coverage as needed.

2. Regular Meetings with Mentee - Meet each week to review goals/reflect on the week.  (Initially the
mentor may make daily contact with the mentee).  Allow for flexibility of additional meetings as
necessary (open door policy).  The mentor will keep a simple log.

3. Planning - Create a monthly calendar, which includes preparation for meeting goals, preparing for
events and learning about the culture and cycles of the school.

4. Relate Work to the Mentees’ Other Learning Experiences - Mentors should tie lesson planning and
reflections around what is being shared at the orientation sessions for professionals new to the district.
The mentor should also review the Annual Professional Performance Review and the
observation/evaluation framework of the district.

What is the commitment of the mentee?
● Fully commit to the role and responsibilities of the mentee
● Understand that the central purpose of the process is not evaluative but supportive
● Participate in orientation and beginning teacher training programs sponsored by the district
● Meet with the mentor at least one hour per week
● Communicate one’s needs and concerns honestly and openly to your mentor
● Identify problems and seek solutions with one’s mentor
● Participate in ongoing self-evaluation
● Be reflective of the overall experiences, both personal and programmatic
● Maintain a notebook to record questions and write reflective thoughts to share with mentor

What is the time commitment for a mentor? The mentor will commit time to:
● Participating in mentor meetings
● Meeting with the mentee prior to the opening of school (when applicable)
● Meeting with mentee initially on a daily basis and then weekly
● Minimum of one hour per week with mentee
● First two weeks daily contact – may only be for 15 minutes
● Third and fourth weeks contacts made two to three times a week
● Second month through the end of the year, one hour per week
● Ordering supplies, setting up the learning environment for instruction
● Preparing for the first day/week of school.
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● Review the APPR and other mandates
● Orientation (How are things going?) - Back to School Night
● Parental Communication
● Report Cards
● Response to Intervention (RTI) and Instructional Support Teams (IST)
● Mid-Year Reflection (1st or 2nd week in month)
● End of Year Curriculum Planning
● CSE referrals, field trips, budgeting

How will I develop my mentoring skills? All selected mentors will participate in a mentor training meeting
with the Assistant Superintendent of Schools.  Mentors will meet with the Assistant Superintendent at intervals
during the school year to discuss how things are going and ensure alignment with vision and mission.

What kinds of information/topics will the mentor work on with the mentee?
● Systems information: Procedures, guidelines, structure, APPR
● Resources/Materials: Unspoken power bases, effectively locating and using materials
● Instructional: Curriculum, instruction and lesson planning, student assessment, classroom

management/discipline
● Emotional: Support through listening, discussion, communication with parents and others
● Management: Scheduling time, prioritizing
● Environment: Room arrangement, furniture, key locations, placement of students

MENTOR SELECTION AND APPLICATION PROCESS

1. Mentor Qualifications: Tenured in the school district; Recent Croton-Harmon retirees (two year span
after leaving teaching) will be considered when an on-site mentor cannot be found

2. Mentor Information and Communication: Members of the Mentoring Committee will share the edited
Mentor Program Handbook.  Each year, the District Office will alert teachers to apply to become a
mentor; Each year, new professionals joining the Croton-Harmon School District will receive the
Mentor Program Handbook; Applications for the Mentoring Program can be located in My Learning
Plan

3. Selection Process: Complete the mentor application and submit to the building principal; The building
principal will alert the Assistant Superintendent of the interested mentors

4. Application/Selection Timeline: Application due in to the building principal no later than May 1st.
Building principal will maintain a list of interested mentors.  When needed, the building principal will
match a mentor to a mentee
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