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Part 1

Introduction and Background 

SAANYS currently offers a MentorCoach Professional Development Service modeled after the successful Ontario Principals Center program. This model provides for a trained mentorcoach to work with a mentee for 35-weekly coaching sessions over the span of 10 months. These sessions are structured around an individually agreed upon ISLLC-based Learning Plan that includes goal setting, reflection, and rubric evaluation. 

In addition, SAANYS just completed this spring a Group MentorCoaching program pilot in two small urban districts where a number of its administrators had experienced the 10-month long mentorcoach program. Volunteering to join the Pilot, designed around Karla Reiss’s (2012, 2015) group coaching model, these post-mentees agreed they had profited greatly from involvement in this group scheme. The result of this pilot was written about by one of the groups in the most recent edition of Vanguard. 

Purpose

This SAANYS Mentor Circle – An Expanded Group MentorCoaching Pilot Plan Document builds on the work already done with the 1:1, 10-month long mentorcoaching program and the results from the initial group mentorcoaching pilot. What differentiates this expanded pilot from the first pilot is that participants will not have experienced either of the other SAANYS mentorcoaching professional development modes. 

Thus, the aim of this expanded pilot is to determine if this new third option should be made available to the field. While this third option may include some elements of the group mentorcoaching model, i.e. laser coaching, observing laser coaching of a peer, and serving as a mentorcoach for a colleague in a protected, confidential setting, it also may include simulations, and likely a combination. This, then, requires the mentorcoach to also serve as a group facilitator; hence the term ‘mentorcoach facilitator.’ It is anticipated that each group, working with its mentorcoach facilitator, will have its own group ‘DNA’ and that each mentorcoach facilitator will use participants’ strengths in such a manner to grow the leadership capacity of each individual and the group as a whole.

To differentiate this expanded pilot from the first pilot, the authors of this Plan Document suggest using the word ‘circle’ instead of group. Given that participants in these circles have not experienced mentorcoaching and that there is likely to be more mentoring then coaching, at least initially, the authors of this Plan Document suggest the term ‘Mentor Circle’ be used in lieu of ‘Group MentorCoaching.’ 

Definition

 What is it group mentorship? Jonathan Kroll, PhD, in his work with the International Mentoring Association, suggests that group mentorship uses a constructivist approach to mentorship where: 
· Learning, growth, and development are actively composed through the social engagement of the participants.
· Knowledge is imbedded within each of the participants’ own experiences, values, attitudes and beliefs. (Each participant is expected to contribute their knowledge to assist others in their learning, growth, and development).
· Power dynamics are purposefully challenged and authority is shared. The mentorcoach sits with the members, fluidly moving from facilitator, to mentor, to coach, to quiet member all with the aim of growing the capacity of the circle as a whole and of each member individually.



Circle structures vary. Essential at the start is that all members agree to what structure(s) to use, with the understanding that as the circle matures it may want to explore different structures.

One to One, with other members serving as success partners
One-to-Many
Many-to-One
Team-Based to One 
Peer Group to Peer Group 

Why is this Different?

Knowing the purpose of a professional development leadership experience is essential to orienting its members to what will be gained from participation. Whether the purpose is to provide an orientation to a topic, target specific skill development, create new knowledge for the purpose of problem solving, or to build capacity needs agreement at the start. Using the example of an administrator’s question about eSchoolPLUS, the following questions provide illustrative examples of how the modes of professional development, i.e. orientation, training, mentoring, and coaching produce different outcomes.

Learning about eSchoolPLUS
Orientation
How do I gain permission to attend a training session on eSchoolPLUS?

Training
What does eSchoolPLUS do?
Mentoring
Can you give me some advise on how you use eSchoolPLUS?
Coaching
What would it look like in my leadership practice if I used 
	eSchoolPLUS to build my own capacity?
					or
How could the use of eschoolPLUS support me in achieving my 
	goal of providing streamlined data to the Science 
	Department?

In the above example it is anticipated that the mentorcoach facilitator would move fluidly between addressing the mentoring and coaching questions.

 What also makes Mentor Circles different from other professional development opportunities is that each circle member will develop, and the mentorcoach facilitator will use, individualized Learning Plans uniquely created for each participant around strengths and reflection/goal setting a from an appropriate job performance rubric. These one-page Learning Plans can be used to guide a participant’s work in the district relative to APPR feedback and goal setting. (See Tools for an example of a Learning Plan).

Mentor Circle professional development is purposely designed to provide engagement over an agreed upon specific amount of time, with predetermined beginnings and closings so as to model how to use these timings in participants’ work in district. Mentor Circle members can accept new members as seats become available; likewise, a member can complete one circle engagement, take some time away from circle, and then come back to the same or another circle.

Participants sign on for engagement; they commit time and financial resource to join a circle. Members sign the SAANYS Mentor Circle Partnership Agreement (See Tools section) before becoming a circle member; circle membership is not an automatic. Some may have to wait to get in to a circle if an opening in their geographic and/or interest area is not immediately available. Because capacities in circles are finite, the seats in them become coveted. This is different from most other online and face-to-face leadership professional development opportunities.  

Technology support is built in to the Mentor Circle service so when Mentor Circles meet online, time is not taken to work out individual members’ technology issues. Rather, there is technology support readily available to aid that member without taking away from circle time.

The 360-Evaluation piece to Mentor Circles provides for members, mentorcoach facilitators, and SAANYS to gather important feedback prior to advancing the Mentor Circle professional development mode in to the field.

Thus, Mentor Circles are uniquely different from other professional development opportunities in the field, due to their:
· Individualized Member Learning Plan
· Engagement over Time
· Partnership Agreement
· Technology Support
· 360-Evaluatuon Plan (see Evaluation Section for details)

Participant Outcome

Participants will build their capacity to critically problem solve by being coached, and coaching others, through their daily problems of practice. Problems of practice are defined as live, day-to-day issues arising in the current work setting where the participant seeks mentoring and/or coaching. These problems of practice may also come from simulations. Additionally, participants will build their capacity to function as a team of administrators as they translate what is experienced in Circle to other applicable settings, such as administrative meetings, parent meetings, department meetings, and the like. 

Proposed Population

Any administrator, regardless of length of service or job responsibilities, can become a member of a Circle. Circle group size is recommended to be from three to six (five is ideal*) members in addition to the mentorcoach facilitator. Sample Circles could host members with the following similarities:

		Same Job Titles
		Same District
		In - Transition
		New to Administration
		New to Position
		Similar Geographic Area
		Similar or Purposefully Dissimilar Interests

As a companion to Circles of three to six members, a one-to-one ratio of mentorcoach facilitator to circle participant is required for individual call-in coaching sessions.

*Rule of thumb: The length of a circle session is dependent on the number of participants.  Generally, 15 minutes per person determines the length of a session. More than a 90-minute circle session time is likely to prove problematic for busy school leaders to engage in over an extended period of time and more that six participants working in an hour and a half allotment does not provide enough time for each participants’ voice to be heard.

What is essential for a Circle to form and function well is to ensure that from the start each member understands who else will be in the Circle, i.e. all new administrators, all from the same geographic region, all building level administrators, or a purposely mixed group, etc. 

Circle members agree to:
	Mentor Circle Partnership Agreement, which includes a firm confidentiality clause.
	Complete, and willing to share, results of Strengthsfinder
	Select up to three areas from an ISLLC-based job rubric and one or two areas 
from the Rubric for Mentor Circle Members with the results known only to the mentorcoach facilitator, unless given permission to do otherwise is granted.

Fidelity to quality training is important for circle participants as it is for mentorcoach facilitators. Thus, circle participants agree to allow other mentorcoach facilitators to sit in on circle sessions from time to time for training purposes only. 

Suggested Session Formats

Before joining a Circle, the administrator will meet with the mentorcoach facilitator in two separate face-to-face meetings. These two one-hour meetings are required in order for the mentorcoach facilitator and the new circle member to better understand how the Circle will function, the importance of confidentiality, and to design the individualized Learning Plan. Establishing and maintaining trust is the hallmark of circle membership … these two initial meetings form the building block for trust to become grounded.

Meeting 1: The purpose of the first 1:1 mentorcoach facilitator and circle member face-to-face meeting at the member’s job site is to:
a.  Review the Circle program and its commitments 
b.  Share Circle and job performance rubrics
c. Deliver the book, Strengths-Based Leadership by Rath and Conche and provide overview of the Strengthsfinder Survey.
d. Identify workable Circle session times
e. Sign Mentor Circle Partnership Agreement

Between the first and the second meeting the Circle member completes the self-assessment using the appropriate job performance rubric and takes the Strengthsfinder Survey. (It is estimated that a two-hour block of uninterrupted time is needed to complete these two tasks). The circle member emails the result of the self-assessment and the strenghtsfinder to the mentorcoach facilitator who then develops the Circle member’s individualized Learning Plan.

Meeting 2: The second 1:1 mentorcoach facilitator and circle member face-to-face meeting at the member’s job site is to:
a. Review of the Strengthsfinder Survey
b. Share Learning Plan
c. Finalize Circle times (and 1:1 mentorcoach sessions if this option has been selected)
d. Tour building/work setting 

Once at least three members have self-identified and completed the two face-to-face meetings, the Circle will begin its monthly sessions. Ideally, recruitment will take place in August, and the two initial meetings with the mentorcoach facilitator finished by the end of September, with the eight monthly circle sessions (and monthly 1:1 mentorcoaching sessions if that option was selected) to begin in October and conclude in May. However, the population of a Circle can begin at any time of the year, with the life plan of a Circle being any 10 consecutive months. 

Mentor Circle Session 1: The first Circle session begins with an orientation that includes:
a. Self-introduction of 2-3 minutes in length from each member.
b. The creation of Circle Norms that promote a culture of trust, confidentiality, and an open mindset.
c. Completion of the Mentoring Circle Rubric for the purposes of creating a baseline.
d. The MentorCoaching Conversation Path is introduced as a tool that the mentorcoach may use if the Circle desires, with the Circle session looking like the following:

Laser Coaching Blocks -15 minutes per participant 
· Using participants’ individual problems of practice, the mentorcoach coaches the participant for 10 minutes as the other participants serve as ‘success partners.’ Reiss (2012) defines a success partner as the remaining members of the Circle when they provide support and encouragement for another to grow. Responsibilities include full participation and providing meaningful feedback. Mentorcoach skills will be modeled such that they become transparent to Circle members and portable to participants’ individual settings. 
· Following each 10-minute laser coaching session, a 5-minute debrief session will take place. The circle member will begin by sharing how the coaching was experienced. The success partners will share what they observed, followed by the mentorcoach facilitator critiquing how the mentorcoach skills were used in the session. 
· The number of circle members determines the number of 15-minute Laser Coaching Blocks.
Circle Debrief- 15 minutes 
· Discuss similarities and differences between each Laser Coaching block. 
· Identify areas of the MentorCoaching Conversation Path that needs additional refinement; these areas could be targets for development during another Circle session.
· Identify places where what has been experienced could be applied in a live current school setting.
· Encourage each member to select at least one upcoming situation where mentorcoaching could be used. (Where appropriate the results of these experiences will be shared during upcoming Circle sessions).

Potential Modifications: Depending on the number of participants and the problems of practice brought to a second or potentially a third Circle session, participants may chose to modify what is described above in a manner that best suits circle needs. 

Mentor Circle Sessions 2-8:  Monthly Circles sessions take place for the next seven months. As Circles desire, guest speakers may be asked to join a session. The mentorcoach facilitator may also be asked to present on a topic or present a simulation. In between Circle sessions, the mentorcoach provides individual 1:1 mentorcoaching sessions with circle participants, if this option has been selected. During the last Circle session, members will answer the SAANYS evaluation questions and reassess themselves using the Mentoring Circle Rubric tool.

Sample Circle Principles

The following group coaching principles were employed in the first SAANYS Group mentorcoaching Pilot; they apply to this Pilot as well.
1. Creating and following with fidelity group norms and keeping confidentiality form the foundation of a meaningful Circle experience.
2. Circle topics can be similar or dissimilar, as long as from the on-set the group is clear about what topics can, and cannot, be brought to a session.
3. Employing the concept of ‘success partners’ is a marker for effectiveness. Through the role modeling of a live coaching demonstration, participants come to know that everyone needs support and that their role is to be that ‘success partner’ for one another.
Reiss (2012, 2015) says that 90% of group talent goes untapped: coaching brings that talent out!  Any meeting can change in to a coaching meeting; when groups coach themselves money is saved, as less reliance on consultants may be needed. This is what occurred as a result of the first pilot as both mentorcoaching groups continued on after the pilot was finished. It is not anticipated that this will be the case with this second pilot as participants may not be from the same district, however, it is hoped that additional networking relationships will be an outcome.
Evaluation

Upon agreeing to become a circle member, a one-page questionnaire will be completed by participants. The questionnaire will contain these questions:
1. Overall, how has the Mentor Circle experience been for you? Any surprises?
2. What would you have like more of? What part would you trade to get more of what you liked?
3. Speak about how what you experienced in Circle might, or might not, work for others. 
4. How would you advise SAANYS to move forward with Mentor Circles?

At the close of the last Circle session, the questionnaire will be redistributed so the entire Circle can answer the questions together. Participants will then be asked to individually provide any additional remarks around these questions to the mentorcoach facilitator. Members will also be asked to individually answer these two questions about the work of the mentorcoach facilitator, submitting their responses directly to the SAANYS Director of Professional Development. 
1. Did the mentorcoach facilitor support the growth of your leadership development? Please explain.
2. What did your mentorcoach facilitator do that had the greatest impact on you? Please explain.

In addition, the Mentor Circle Rubric will also serve as a periodic assessment vehicle. The mentorcoach facilitator will compile the results of the questionnaire and the Mentor Circle Rubric in such a manner that complete confidentiality is maintained. A summary of these results will be made available to participants and to the SAANYS Lift NY Grant Team, Don Nickson, Karen Bronson, and Mike Dawkins.

Major Cost Areas

Suggested Major Cost Areas for an ideal-sized Mentor Circle with five members and one MentorCoach is outlined in the chart below.

	
	Traditional 1:1 MentorCoaching
	Mentor Circle 
	Mentor Circle with Traditional 1:1
	Mentor Circle with up to 4 Simulations *
	Mentor Circle with Traditional 1:1 and up to 4 Simulations* 

	Cost to Participants
	$2950
	$1600 per participant
	SAANYS collects $8,000 per Circle of 5



	$2800 per participant
	SAANYS collects $14,000 per Circle of 5


 
	$2000 per participant
	SAANYS collects $10,000 per Circle of 5



	$3200 per participant 
	SAANYS collects $16,000 per Circle of 5




	Payment to MentorCoach
Facilitator 
	$1600 plus some travel given certain circumstances
	 22 hours x $65 per hour ** =’s $1430
	62 hours x $65 per hour** =’s $4030
	 22 hours x $65 per hour** =’s 
$ 1430
	62 hours x $65 per hour** =’s $4030 

	Number of engagement hour for participant
	35-40
	2 separate initial one-hour m/c 1:1 sessions plus 8, 1 and ½ hour circle sessions =’s 14 hours
	2 separate initial 1:1 hour m/c sessions plus 8, 1 and ½ hour circle sessions, and 8 additional 1:1 m/c sessions =’s 22 hours
	2 initial separate 1:1 hour m/c sessions plus 8, 1 and ½ hour circle sessions =’s 14 hours
	2 separate initial 1:1 hour m/c sessions, plus 8, 1 and ½ hour circle sessions, and 8 additional 1:1 m/c sessions =’s 22 hours

	Materials/
Books
	none
	$100 ($20 per participant)
	$100 ($20 per participant)
	$100 ($20 per participant)
	$100 ($20 per participant)

	Technology and/or travel 
	none
	Cost of tech support or travel expenses for mentorcoach
	Cost of tech support or travel expenses for mentorcoach
	Cost of simulations and tech support or travel expenses for mentorcoach
	Cost of simulations and tech support or travel expenses for mentorcoach

	Other
	
	
	
	
	


*It is the authors’ understanding that simulation cost $100 each, thus if all four simulations are used the cost is $400; if the cost to use the simulations is less then the cost per participant could be lowered.

* *MentorCoaches are paid by the number of participant contact hours, knowing that the preparation time to develop individual Learning Plans, coordinating Circle schedules, Circle session preparation, sending follow-up emails, maintaining contact logs, and the like are an expected part of the work and are not eligible for compensation under this scheme. However, another scheme for compensating mentorcoach facilitators might include a base rate for a Circle of any size and then an add on for each participant.

Circumstances may arise that a circle might request more than the eight circle sessions as outlined in the above Chart. Should this be the case, mentorcoach facilitators will accommodate this request, with the understanding that each additional session will be paid out at the same $65 per hour, with the accompanying technology support or travel expenses depending on whether the session is face-to-face or online.

The authors of this Plan Document are committed to serving as mentorcoach facilitators according to payment schedule above, knowing adjustments may be needed once initial experience with circles has been gained by the authors and by SAANYS.

Other cost areas:
· Technology support during online circle sessions (Technology support means having a qualified and confidential third party available to help participants and the mentorcoach facilitator learn to use whatever online software platform SAANYS provides. Specifically this support takes the form of a 1:1 dry run and to trouble shoot during online circle sessions).
· Ad space in the News and Notes and in Vanguard
· Manned-Booth at the Annual Conference
· Reproduction of any print materials, which would likely be minimal and could be done at the SAANYS Office.
· Cost to use simulations
· Training costs

Simulations:

1. Difficult Teacher Conversation (dress code): http://www.edsimspd.com/dresscode/Dress Code Sim alpha 081912.html 

2. Girls Basketball Coach (angry parent): http://edsimspd.com/simulations/girls-basketball-coach/
 
3. New Teacher Evaluation: http://edsimspd.com/simulations/new-teacher-evaluation/

4.  Disruptive Teacher: http://edsimspd.com/simulations/disruptive-teacher/

Training for Circle MentorCoach Facilitators:

Experienced MentorCoach Training: 

Training for experienced mentorcoaches who wish to become Mentor Circle Facilitators might look something like this.

½ day – Refresher on MentorCoaching Skills
½ day – MentorCoaching Group Process, research on group effectiveness, group
 mentorcoaching pilot results, and tools
½ day –Mentor Circle modeling, practice, and tips for success
½ day – Simulations and Teaching Channel Review with Practice

Possible Participants: Karl Theilking, Danielle Dehm, Karen Urbanski, Jim Dillon, Jim Collins
   	                 … .and Karen Bronson and Mike Dawkins should they have time.

(Note: Mark Turner and Bonnie Tryon, through their collaboration on this Plan Document, will each be prepared to facilitate a Mentor Circle without the above training. What they learn from their experiences in this expanded pilot will be incorporated in to the Training for other new MentorCoach Facilitators).

New MentorCoach Training 

When selecting potential new mentorcoaches to serve as mentorcoach circle facilitators, consideration of geographic locations, flexibility of professional schedules, and ability to attend an initial 2-day MentorCoach Training that is separate and distinct from the Circle MentorCoach Facilitator Training are important factors to keep in mind.

However, newly trained mentorcoaches could decide the first ½ day of the Circle MentorCoach Facilitator Training on ‘Refresher of MentorCoaching Skills’ as not necessary if the two training sessions are in close time proximity to one another.

In addition, mentorcoach facilitators from time to time may sit in on a Circle session that they are not facilitating for training purposes only.

Training Expenses:

The authors of this Plan are available to train new and experienced mentorcoaches to become mentorcoach facilitators. Each charges $750 for a full day and $400 for a half-day training session, plus travel. Two trainers are required each session. With the idea that the SAANYS Offices in Latham would be the training site and thus no facilities costs would be incurred, below are other training expenses. 

	
	Experienced MentorCoaches Training
	New MentorCoaches Training

	Teacher Channel Presenter
	X
	

	Simulations Presenter
	X
	

	Technology Support
	X
	

	Ontario Principals Council Licensing Update
	
	X

	Materials
	X
	X

	Breaks and Lunch
	X
	X




Marketing Plan Suggestions

Presentations at a SAANYS Board of Director meeting and at a Regional Representative gathering would be essential starts for beginning to spread the word about these expanded Mentor Circle service options.  Manned-booths at the SAANYS Annual Conference and potentially at an Education Conference Board meeting would be opportunities for the authors of this Plan Document to engage potential circle participants. Mark Turner, in his role as a regional SAANYS Representative, already attends the SAANYS Annual Conference and Regional Representative gatherings so little if any additional costs would be incurred for his participation.  Advertisements in Vanguard and News and Notes, and on the SAANYS website, would showcase this professional development service.  
	
The one-page recruiting flyer in the tools section of this Plan Document serves as another recruiting tool. An updated Mentor Circle Flyer, similar to the MentorCoach and the Group MentorCoach flyers that already exist, could be developed.

Face-to-face meetings with key school district representative(s) who have authority to approve their district’s administrators’ participation in the pilot would be a logical step. Then, inviting potential participants to a meeting to explain the service would follow. If participants agree to participate at this meeting, determining the best time for Circle meetings could readily be determined. If members were not ready to commit, individual follow up calls from either SAANYS staff or the mentorcoach facilitator would take place. This plan follows what occurred in the first group mentorcoach pilot. 

Participants may be asked to participate in a workshop at the annual conference and /or provide testimony for promotional materials.

It is anticipated that the current BOCES Co-Ser providing districts with BOCES aid on the traditional mentorcoaching service could be expanded to include Mentoring Circle services. It is also hope that conversations with the NY State Education Department will yield a written statement indicating that participation in any of the Mentorcoaching and/or Mentor Circle options fulfills districts’ requirements to provide new administrators with a year of mentoring experiences. 

Given the new CTLE registration requirements for school leaders (Chapter 56 of the Laws of 2015) who must attain 100 hours of approved professional development within five  years  … and for organizations, such as SAANYS, to submit a plan to become an approved provider of these professional development hours,  it makes great sense to add the full battery of MentorCoach, Group MentorCoach, and Mentor Circle options to the SAANYS Plan that will be submitted to the State Education Department.





Part II
Examples:

Today, Mentor Circles are found in many geographic areas and in many professions. The authors know of none in the field of education in New York State. Internationally respected expert on mentoring and mentoring circles Jonathan Kroll PhD., in his work with the International Mentoring Association, suggests the following examples be looked to when thinking of designing mentoring circles, ‘The Leather Apron Club,’ The Chicago Bar Association, TEMPO Milwaukee, and The University of Alberta. These examples provide enlightenment and alignment to what the authors propose SAANYS looks to when designing mentor circles for its members.

Historical: ‘The Leather Apron Club’

In the fall of 1727 Ben Franklin organized a group of men into a club whose primary purpose was inquiry into a variety of questions. This club thrived for nearly four decades and was known as the Junto, also as “the leather apron club.” (This group eventually evolved into the American Philosophical Society.) With few exceptions, the members of the group, like Franklin, were practical men: entrepreneurs, tradesmen, and merchants. Only a few had much formal education.  

Franklin set an earnest and yet convivial tone for these meetings, which regularly met on Friday evenings. He preferred a gentle, Socratic method of inquiry, and discussions were to be conducted “without fondness for dispute or desire of victory.” Members breaking the rules of civility were actually fined to draw attention to their lapses. In a newspaper piece he published shortly after he formed the Junto, Franklin catalogued some of the most common conversation sins, which included “to talk overmuch,” speaking too much about one’s own life, prying for personal secrets, and telling long and pointless stories. Civility and genuine interest in the ideas of others was key. In addition to general topics of debate, Franklin listed 24 topics of conversation through which members could best contribute.

Retrieved June 20, 2016 from: https://www.conversationmatters.com/articles/theartof/benfranklin.html

 
















Present Day Examples:

THE CHICAGO BAR ASSOCIATION GROUP MENTORING PROGRAM 
PROGRAM GOALS 

The Chicago Bar Association (CBA) recognizes that navigating the increasingly complex and competitive legal landscape can be challenging for lawyers at all levels of experience. Supportive mentoring relationships are invaluable in addressing these challenges. The CBA aims to provide easy ways for lawyers to exchange advice and insights with other lawyers while expanding their professional network and tackling career challenges along the way. To that end, the CBA’s Group Mentoring Program connects new lawyers with more seasoned lawyers in a program structure that fosters the exchange of ideas and exposure to the necessary tools every lawyer needs for a successful and satisfying career. 

PROGRAM STRUCTURE 
Participating attorneys are grouped based on practice area, practice type and other relevant areas of interest as indicated on the Group Mentoring Application. Mentoring Groups are comprised of 2-4 seasoned lawyers (8 or more years of practice) and 10-15 less experienced lawyers (5 years of practice or less). One mentor will be designated Lead Mentor and will function as the point person for the group and liaison to the CBA regarding monthly group meetings. Mentor groups meet once per month at the CBA, or other convenient location, to discuss a wide range of topics based loosely on the CBA’s Group Mentoring Program Calendar. Meeting topics may include, but are not limited to: 
Professional development 
Career development 
Law office management matters 
Time management skills and techniques 
Communication strategies (with clients, with colleagues, with superiors) 
Duties and responsibilities of advising clients 
Legal ethics 
Civility 
Diversity and inclusion 
Networking 
Interviewing tactics
Work/life balance issues

Each group is encouraged to personalize meeting topics to address areas of interest and/or concern particular to that group. As a jumping off point for group meetings, the CBA will send out articles and announcements regarding upcoming CBA programs that are relevant to the monthly topics in the Group Mentoring Program Calendar. The CBA will also host 2-3 group events for Group Mentoring Program participants, which may function as the monthly meeting for that month.
BEYOND GROUP MEETINGS 
While the monthly group meetings are intended to provide structure to the CBA’s Group Mentoring Program, the hope is that the relationships established within the mentoring groups can benefit both mentee and mentor participants beyond the group setting. Participants are encouraged to establish an open dialogue outside of the monthly group meetings. Mentees should feel comfortable reaching out to their mentors outside of group meetings and mentors should make themselves available to their mentees for one-on-one interactions. 

IMPORTANT PROGRAM DETAILS 
 _Meeting Scheduling: Monthly group meetings can be on site at the CBA or off-site at a location of the group’s choosing. Mentoring group meetings must be scheduled by contacting Michelle Spodarek (mspodarek@chicagobar.org) at the CBA a minimum of 10 days in advance if the group wishes to use CBA meeting space for the meeting. 
 _Commitment: The program requires a 1-year commitment. Mentoring Groups will meet once per month for a total of 12 meetings throughout the calendar year, which includes certain targeted CBA events. A Certificate of Completion will be given to each participant who completes the program. 
 _Attendance: Attendance is not required at each meeting in order to complete the program, but attendance at a minimum of 6 group meetings is required in order to receive a Certificate of Completion. Attendance will be taken at each group meeting and attendance sheets will be submitted to Jennifer Byrne (jbyrne@chicagobar.org) at the CBA in order for participants to receive credit for attending. 

Note: In addition to its Mentoring Circle, the Chicago Bar Association also offers a Lawyer-to-Lawyer (similar to the SAANYS Traditional 1:1 mentorcoach service) and a specialized MentorCircle option just for women, know as the Alliance for Women’s Mentoring Circle.

Retrieved on June 20, 2016 from:  http://www.chicagobar.org/AM/Template.cfm?Section=Mentoring













TEMPO Milwaukee Mentor Circles 

TEMPO Milwaukee is an invitation-only organization in greater Milwaukee that connects women leaders with diverse backgrounds and experience to support, advise, learn and create relationships with one another. Our membership is composed of more than 300 women who hold executive and leadership positions throughout the Milwaukee area.

TEMPO Milwaukee has a longstanding focus on mentoring and introduced a highly popular member-to-member Mentor Circles program in 2010 in response to member interest.  The program mission is to provide a structured and confidential environment for typically six to eight TEMPO Milwaukee members, meeting monthly, to share experiences in order to grow in their leadership skills, their decision-making, technical skill base, personal development and work-life balance.  The role of the Mentor Circles Program Committee is to help match interested members into Circles that will meet their interests, facilitate effective launches of new Circles and closure of Circles that have run their course, and to serve as a resource to the Circles and individual participants on an ongoing basis.

Circle Particulars– The program is available to all members as a member service, with no additional cost. Matches are generally made twice annually, in the months following new member orientation, where members are oriented to the program.  Members can express interest at any time during the year and the committee will work to place them. Each Circle has six to eight participants and is led by two co-leaders from within the Circle who have volunteered to set initial meeting times and dates and to facilitate the discussions.  Most Circles find meeting monthly at the same location, day and time gains good participation. 

The Commitment - We encourage participants to make a six-month to a year commitment to their mentoring activity. Many participants and Circles have continued to meet indefinitely, given the value derived from participation. Attendance at monthly meetings is critical to establishing the trusting relationships that foster a well-functioning Circle. Those who participate should be committed to attend at least 8 meetings per year. Participants are also required to provide feedback on an annual short survey that aids the Mentor Program Committee in measuring and improving the effectiveness of the program.  

Confidentiality -Both the content of each meeting and the roster of Circle participants is held in the highest level of confidentiality. Nothing discussed in a Mentor Circle ever leaves the room. A breach of confidentiality could be considered as grounds for being asked to leave the Circle.

Getting Engaged in the Program – If you have an interest in the Mentoring Program, please contact the TEMPO Milwaukee office at info@tempomilwaukee.org and we will begin the process of helping you engage in a TEMPO Mentoring Circle.  The initial steps will include:
· A phone discussion with a committee member to understand your level of interest and particular goals
· Participant completion of the Mentor Program Participant Profile to be used in the matching process*
· Committee review and exploration of alternative Circle placements
· Committee outreach to potential Circle to assure no business conflicts exist and the Circle is prepared to welcome the new member
· Mutual chemistry check at a first meeting with the Circle members
· A commitment to the Circle or request for consideration for placement in another Circle that would be a more effective match
**When completing the Profile and throughout your Circle experience, think about the skills and insights you have to share with your Circle and how you can help to advance Circle member interests.

Thanks for your interest in putting the Tempo brand to work through this membership-mentoring program so that we Elevate and Accelerate the careers of those in our midst.  

Retrieved  June 20, 2016 from: http://www.tempomilwaukee.org/mentor-circles




















University of Alberta
Centre for Teaching and Learning

Mentoring Circles
What Are Mentoring Circles?
A mentoring circle consists of a small group of colleagues (usually 5 or 6 people) from across faculties and disciplines that agree to meet on a regular basis to engage in collaborative inquiry into issues of personal relevance to group members. Participants will take on both the role of mentor and mentee at different times depending on the situation. Through such an arrangement, members learn with, from and because of each other (Adams, 2012). The purpose of this type of mentoring relationship is to create a learning environment that encourages sharing of knowledge, experience, insight and support.
Goals of CTL's Mentoring Circles Program
The main goal of CTL's Mentoring Circles Program is to encourage ongoing, shared exchange about teaching and learning across disciplines and specializations in order for participants to gain a broader vision of teaching across the organization and to aid in their development and success as university instructors. A second goal is to enhance the collaborative atmosphere in the university setting.
Key Features of CTL's Mentoring Circles Program
Safe environment – Mentoring circles are places to nurture relationships built on support, trust, encouragement and confidentiality. 
Shared power – All members of a mentoring circle have equal status. 
Inclusive – Mentoring circles foster diversity and encourage acceptance and valuing of each other’s expertise. 
Relational – Each person in the circle is both a mentor to others and mentored by others in the group. 
Accountable – Mentoring circles require commitment on the part of each member to be present, engaged and authentic during meetings. 
Reflective – Mentoring circles encourage a search for greater self-knowledge and personal growth through reflection. 
Mutual exchange – Mentoring circles are built on the willingness of each member to be open, honest and willing to share both strengths and weaknesses. 
Emergent – Frequency and location of meeting times, ground rules, and topics for discussion emerge from the members of the circle themselves. 
Conversational – Dialogue is intended to reveal thoughts and beliefs rather than consensus. 
Visionary – Mentoring circles are about transforming teaching, imagining new ways of doing things and facilitating change.
Role of CTL in the Mentoring Circles Program
CTL will assume the role of encouraging interested parties to take part in a mentoring circle through an online application process. A workshop providing an overview of the Mentorship Circles Program will be provided to explain the research behind the program and the logistics of engaging in one as well as tips on effective communication and giving constructive feedback. CTL will also provide a variety of resources on our website including scholarly articles and research on possible topics for discussion should the circle members wish to use them. In addition, circle members are encouraged to share their knowledge of available university resources, opportunities and networks that support teaching and learning.
Roles of Participants in a Mentoring Circle
Once a mentoring circle is established, the participants are encouraged to meet regularly and informally. The group is encouraged to establish some ground rules for ensuring equality and respect among all members of the circle. (The group may wish to select a rotating facilitator who can ensure ground rules are followed and set times and locations for meetings.) Effective communication is at the heart of a successful mentoring circle. Such collaborations are built on relationships in which participants listen carefully and non-critically, ask clarifying questions to check perceptions, offer each other thoughtful feedback, have a positive attitude, are willing to be open and share personal experiences, are committed to the program and willing to pledge the time needed to make the collaboration successful, are proactive, and are willing to act on each other's advice in order to bring about change.
Recommended References for Further Reading 
Adams, P. (2012). Developing possibilities and potentials: A mentorship journey. Retrieved from https://education.alberta.ca/media/6811127/developingpossibilitiesandpotentialsamentorshipjourney.pdf
Caldwell, J. (2008). Developing a team mentoring model. Nursing Standard, 23(7), 35-39. 
Crosby, F. (2010). Structured mentoring circles as a way to keep women in STEM. The 8th Biennial Convention, Society for the Psychological Study of Social Issues (p.61), June 24-27, 2010, New Orleans, LA. 
Darwin, A., & Palmer, E. (2009). Mentoring circles in higher education. Higher Education Research & Development, 28(2), 125-136. 
Driscoll, L., Parkes, K., Tilley-Lubbs, G., Brill, J., & Pitts Bannister, V. (2009). Navigating the lonely sea: Peer mentoring and collaboration among aspiring women scholars. Mentoring & Tutoring: Partnership in Learning, 17(1), 5-21. 
Felten, P., Bauman, H., Kheriaty, A., & Taylor, E. (2013). Transformative conversations: A guide to mentoring communities among colleagues in higher education. San Francisco, CA: John Wiley & Sons. 
Harris Nixon, D., Hill, T., Mercier, J. & Richardson, E. (2012). Collaborative mentoring: A both/and relationship. Proceedings of the 2013 Mentoring Institute Annual Conference (pp. 664-667). Albuquerque, NM. 
Huizing, R. (2012). Mentoring together: A literature review of group mentoring. Mentoring & Tutoring: Partnership in Learning, 20(1), 27-55. 
Inam, H. (2010). Five steps to start a mentoring circle. Retrieved from http://www.inpowerwomen.com/five-steps-to-start-a-mentoring-circle/
Lopez, G., Storms, B., Calderwood, P., & Smith, E. (2012). In, out, and between: Creating a community of practice for mentoring. Proceedings of the 2013 Mentoring Institute Annual Conference (pp. 369- 371), Albuquerque, NM. 
McCormack, C., & West, D. (2007). Facilitated group mentoring develops key career competencies for university women: A case study. Mentoring & Tutoring: Partnership in Learning, 14(4), 409-431. 
Palermo, C., Hughes, R., & McCall, L. (2011). A qualitative evaluation of an Australian public health nutrition workforce development intervention involving mentoring circles. Public Health Nutrition, 14(8), 1458-1465. 
PhillipsJones, L. (2007). Essentials of mentoring groups, rings, and circles. Retrieved from http://www.mentoringgroup.com/html/articles/idea_56.htm 
Shaw, P., & Cole, B. (2011). Professional conversations: A reflective framework for collaborative development. 
In J. Miller & J. Groccia (Eds.) To improve the academy, 29 (pp. 116-131), San Francisco, CA: JosseyBass. ​
Young, J, (2011). Crossdomain collaborative learning and the transformation of faculty identity. In J. Miller & J. 
Groccia (Eds.) To improve the academy, 29 (pp.1831), San Francisco, CA: JosseyBass.
- See more at: https://uofa.ualberta.ca/centre-for-teaching-and-learning/teaching-and-support-services/consultation-services/mentorship-programs/mentoring-circles#sthash.VkdX6axE.dpuf
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Case Study

The question of Mentor Circle effectiveness in developing leadership skills is an essential one; thus, in 2008 Abbott set embarked on an evaluation of its Mentor Circles, producing a case study. Excerpts from that study are below. 

Abbott describes itself in the following manner:

Abbott is a global, broad-based healthcare company dedicated to discovering new medicines, new technologies and new ways to manage health. Their products span the continuum of care, from nutritional products and laboratory diagnostics through to medical devices and pharmaceutical therapies. Abbott has sales, manufacturing, research and development and distribution facilities in multiple countries serving customers around the world.

Abbott Case Study Highlights

Mentoring Circles: Definition & Purpose
A Mentoring group (ring, circle) is a collection of mentoring relationships that meets on a regular basis for an agreed upon length of time. Participants can act as mentors or protégés or both, depending on the immediate situation. The Purpose is to assist people with a common interest or goal to:
· Set important and relevant development goals and
· Build confidence and teach skills to reach those goals

Mentoring Circles: Advantages
Mentoring Circles maximize the pool of qualified mentors and allow protégés the benefit of more than one mentor. There is less distinction between mentor and protégé roles and mentors can assist a larger group of protégés within their schedules. Protégés benefit from expertise of more than one mentor, receiving objective feedback in a safe environment.
Networking and a place to practice skills are provided. Exposure to other parts of the organization takes place naturally as there are multiple sources of expertise - mentor(s), protégés, guest speakers that challenge, expand and help the mentee acquire new work/life perspectives and skills through circle interactions. On a practical level, circle participants
determine meeting objectives through group consensus and modify as necessary.

Mentoring Circles: Challenges
As in any group activity, ground rules must be set to maintain confidentiality and mutual respect. Mentees may not have as much 1-on-1 contact with mentor(s) as they would in a private setting. However, informal 1:1 meetings with mentors and protégés can be set up outside of the circle. Coordination of meetings and membership can be a challenge; designating an administrative leader is helpful; it is not the administrative leader’s responsibility to run the meetings; all members should take that responsibility

Pilot Program
In 2007, the WLA (Women Leaders in Action employee network) set up a pilot program to test Mentoring Circles at Abbott. 
• 12 circles were established based on either leadership competency topics or 
	functional area.
• At least two mentors were assigned to each circle, one WLA liaison, and up to 10 
	members.
• Groups were encouraged to meet at least once per quarter, but the successful
 groups met about once a month.
• At the one-year review of the program, seven of the groups are  continuing to meet 
	regularly.
• Some of the circles were impacted by the GE/ADD almost-sale.

Starting YOUR Mentoring Circle

Questions to Consider to GET STARTED!
• What outcomes do you expect from the mentor circle experience?
• What are three things for which you want the mentor circle to be known?
• What professional growth and development issues are the circle’s focus?
• What do you expect of participants?
• How will you measure the mentor circle’s success?

Determine Participants
Define participant pool by having potential members agree to the type of circle it will be, i.e.
within function versus cross-functional, within business area, within job category such as Marketing, or conceptual such as Leadership Competencies.

Define specific criteria for participation
· One year at Abbott to ensure that mentors have an appropriate understanding of
the organization.
· Must agree to confidentiality within the “Circle” and to the established 
Mentor/Protégé guidelines.
· Mentor(s) must be knowledgeable in the area of the mentoring circle’s focus and 
	in good standing from a performance perspective.
· 12-month commitment, suggested to have meetings a minimum of once a month

Member Roles & Responsibilities
Everyone in the circle can take on the role of mentor or protégé. A participant with longer experience at the company, higher grade level, or with expertise in a particular subject matter being discussed will generally take on the mentor role, while the remainder of the group will assume the role of protégé.
Mentor responsibilities:
– Share insights and experiences
– Keep group relationship a priority and maintain confidentiality
– Provide honest and thoughtful feedback
– Serve as resource for career development
Protégé responsibilities:
– Share perspectives, perceptions and concerns
– Seek and respond to mentors’ feedback
NOTE: It is very helpful to have an administrative leader whose role is to arrange meeting times and create agendas. This can be anyone in the circle, but is a good opportunity for a protégé to gain experience with setting up and running meetings. It can also be a rotating responsibility if properly managed.

How to Find & KEEP Participants!
Recruit Diversity
Grade Levels
Job Functions
Divisions
Gender
Ethnic Background
Sites/Locations
Sales Field
The Corporate Mentoring Program tracks interest in circles and can generate a report of current mentoring program participants who’ve identified an interest in being in a circle.

Planning the First Meeting
The Circle needs to decide meeting frequency and designate an administrative leader.
This can be anyone in the circle, but is a good opportunity for a protégé to gain experience with setting up and running meetings. It can also be a rotating responsibility if properly managed.

Decide discussion topic(s)/theme(s) for the meeting. Consider outlining a charter detailing participant rules, expectations, and activities. An example charter is included at the end of this presentation.

Agenda items and topics will vary depending on circle structure and participant preferences so be sure to discuss agenda topics at first meeting and confirm before planning additional meetings.

Planning a Meeting: Two Example Topics
Leadership Competency Group -Every member takes one meeting and presents on their area’s strategy, including how it was set, who participated in setting it, how it aligns with the corporate and divisional strategy

Scientific Discussion Groups – Meeting topics could be a member speaking about their own job, a guest speaker to cover a topic, such as  GP Regulatory Affairs, ADD Process Engineering, GPRD Antiviral Research, Clinical Pharmacokinetics that the Circle wants to learn more about, or tours of a scientific area at Abbott such as a Tour of the Phase I Hospital Unit or the Combichem Laboratory tour.

Maintaining Participant Interest
Maintaining interest is key to success in leadership development. Knowing there are ebbs and tides with any endeavor, the following are suggested ways to keep engagement high:
· Complement Circle sessions with 1:1mentoring sessions. 
· Build interest in networking
· Establish Clear Circle Objectives and revisit them regularly.
· Hold Participants Accountable to the Circle Norms.
· Have Participants Share Ideas and Resources
-Plan a recruitment strategy to maintain the circle as turnover occurs
-Be conscious of participant compatibility and interactions within circle
-Introduce a variety of activities and topics
-Encourage open communication and create a trusting environment for 
	sharing
-Maintain professionalism and confidentiality at all times that creates a
 	Circle of Trust

Mentoring Circle Best Practices
•    First meeting is critical to identify objectives and lay foundation for group culture 
	and future meetings
· Prepare for each meeting at the end of the current meeting
· Schedule two-hour meetings over lunch
· Conduct member poll periodically to assess circle fulfillment of member 
	expectations/needs and improvement areas
· Respect each other, listen, and HAVE FUN!

List of Current Circles and Contacts*
If you are interested in joining an existing mentoring circle, the list below provides the topics and the contacts:
Drive for Results -Diane Schommer
Know the Business -Annette Champion
Set Strategy and Open Communication/Knowledge Sharing -Christine Shumar-Sauer
Science - Sherie Masse
Marketing - Magdalena Connolly
Marketing II - Lynette Knight
Manufacturing/Operations - Trina Banick
* Note: Depending on timing, these circles may be able to accommodate new participants.

Appendix – Example Charter
Scientific Mentor Circle

Purpose:
To be a resource and opportunity for Abbott scientists to learn about the science that takes place here, develop and expand our network, leadership and career skills, and receive feedback and support from fellow employees.

Goals:
􀀹Serve as a resource for fellow scientists
􀀹Develop a sense of the Abbott scientific organization
􀀹Share insights, experiences, perspectives, and concerns
􀀹Provide honest and thoughtful feedback to each other

Agreements:
• We agree to maintain confidentiality unless explicit permission is given to share information outside the group.
• We agree to be honest and candid in our feedback to one another.
• We agree to work together to resolve any conflict within the group. 

Rules of Participation:

In order for the circle to maintain an active, healthy exchange of ideas and information, there needs to be an equality of effort from everyone to make meeting attendance and participation in the circle a priority. We minimally expect everyone to be able to attend and participate in 50% of all the meetings throughout the year, but would like everyone to target 75% attendance. Assuming we continue to meet on the average of once a month, this means we would like each member to be present at 9 of the 12 meetings. Members who demonstrate a lack of participation may be asked to discontinue membership to make room for a new person who is able to be a more active contributor. Our target membership size will be from 10-20 members. We expect there will be turnover as employees change job functions, leave Abbott altogether, have priority conflicts with meeting attendance expectations, or find the group no longer meets their needs, so we will continue to look for new members to maintain the circle. If a current member becomes aware of someone who would like to join, we would expect they would initiate a discussion at a meeting to talk about what the new member is looking for, why they want to join and why they would make a welcome addition. Additional members may be identified through WLA or the Abbott Mentoring Program. Because the purpose of the Circle is to understand how science is conducted at Abbott in all its facets, priority will be given to individuals bringing new scientific perspectives to the Circle. To minimize disruption to the Circle, we will schedule one or two “joining days” through the year when new members begin to come to our meetings. This will allow us time to introduce ourselves to each other and discuss our purpose and operations to the newcomers. Any Circle member who may have ideas for discussion topics is welcome to make a proposal at any time. We will plan our meetings several months in advance and strive to develop a standard time and location; however, we will remain flexible to accommodate current interests and new opportunities. Meetings will be a mix of member-led discussions, guest speakers, and field trips.

Retrieved June 20, 2016 from: http://www.blacksgonegeek.org/Documents/Abbott-Mentoring-Circles-Guide.pdf


























Tools

Two of the tools, the Group Behavior Assessment and the Rubric for Group Mentor Circle Participants, were adapted from work first created by Richard Lander, 2002, through The Curriculum Services Canada Foundation Grants and Awards Program for Teachers and can be viewed in a report entitled, Assessing Mentoring Circles. Pertinent excerpts from that Report are below.

Assessing Mentoring Circles

The purpose of these materials is to assess and improve participants’ communication skills:
 
􀂾 Co-operation with others
􀂾 Independent Work
􀂾 Conflict Resolution
􀂾 Goal setting
􀂾 Initiative
􀂾 Use of Information
􀂾 Problem solving
􀂾 Goal-setting to improve work
􀂾 Teamwork
􀂾 Organization
􀂾 Initiative

… and to assess and improve effective group skills:

√ Involving others
√ Balancing your viewpoint with those of others
√ Being sensitive to others
√ Building consensus
√ Knowing when to listen, when to speak, and how much to say
√ Taking responsibility for making the group work
√ Displaying confidence or expressing a lack of confidence when genuine doubt exists
√ Contributing vs. Participating
√ Active listening
√ Taking turns
√ Staying on task

These materials support the MentorCoach Circle Facilitator in:

1. Planning a discussion (or simulation) should a participant or the group not have a topic or issue at hand
2. Responding constructively 
3. Identifying behaviors that promote and hinder discussion
4. Involving all in discussion
5. Connecting ideas
      6.   Challenging off topic discussion
      7.   Managing group time effectively
      8.   Using the tools to assess performance in a discussion

It is the authors’ intent to share the Group Behavior Assessment and the Rubric for Mentor Circle Participants during the initial 1:1 sessions with each participant. The first tool would be used to inform the second; the second would be shared with the MentorCoach Circle Facilitator. It, along with the results from the Strengthsfinder and self-assessment for an ISSLC-based job rubric, will be compiled to develop an individualized Learning Plan for each participant, as is viewed in the sample that follows.

The Mentor Circle will first assess itself using the Mentoring Circle Rubric at the end of the first Circle session and then again at the conclusion of its last session.

The Three Intellectual Roles to Build Group Engagement can be used as a reflection tool by the MentorCoach Circle Facilitator prior to the start of a Circle meeting and then at the conclusion of a Circle session.


	Tool
	Participant Self Assessment
	Circle Assessment
	MentorCoach Facilitator Assessment

	Group Behavior Assessment
	X
	
	

	Rubric for Mentor Circle  Participants
	X
	
	

	Mentoring Circle Rubric
	
	X
	

	Three Intellectual Roles to Build Engagement
	
	
	X















Group Behaviors Assessment: Are You Passive, Assertive, and Aggressive?

Name _______________________

In each row circle the one behavior that best applies to your behavior in group discussions.

	Descriptor
	Behavior 1
	Behavior 2
	Behavior 3

	Speaking and
listening

	I prefer to listen rather
than speak or find it
hard to speak
	I like to talk and often
speak more than I listen.

	I try to talk about as
much as I listen.


	Sensitivity

	I think that everyone
should speak up and if
you don’t talk that is
your choice.

	I try to get others to talk
by asking them
questions.

	I tend to wait for
someone to ask me a
question or wait for a
break in the discussion
rather than speak out.


	Consensus Building


	If most people in the
group don’t like my
ideas I realize that I
should change them.

	I don’t like conflict or am
too shy to speak up
when I disagree with an
idea.

	I like my ideas and
argue to get them
accepted.



	Timing 
	I speak whenever I have an opinion on a topic and always defend my opinions
	I know when to listen, when to speak, and how much to say.
	I find it hard to speak up and get into the discussion and when I do speak I say too little.

	On Track
	I like to finish the discussion on time and so I often stop talking to finish it or remind others we are behind.
	I don’t think it is my job
to keep a discussion on
topic and hope
someone else will do it.

	I get off topic easily
because I enjoy the
discussion and
supporting my opinions

	Conflict Resolution

	I like to win an argument
and don’t give up easily.

	Before I give up my
point of view I try to find
good facts to support it.

	I can never think fast
enough to find facts to
support my opinions and
prefer to listen

	Reflection
	I tend to go very quiet
when someone
challenges my idea.

	I always defend my
ideas when someone
challenges me.

	I like it when someone
challenges my viewpoint
and consider carefully
what the person is
saying.

	Leadership
	I sometimes take over
the group because I
have good ideas.

	I express my ideas and
opinion confidently
without trying to
dominate the group.

	I should express my
ideas more often in the
group.







Rubric for Mentor Circle Members 

	Level
	Descriptors

	4+
	
A proactive participant showing a balance between listening, initiating, and focusing discussion.
Displays a proactive use of the whole range of discussion skills to keep discussion going and to involve
everyone in the group.
Understands the purpose of the discussion and keeps the discussion focused and on topic.
Applies skills with confidence, showing leadership and sensitivity.


	4-
	An active participant showing a balance between listening, initiating, and focusing discussion.
Aggressive rather than assertive to keep the discussion going and tends to dominate the group in
order to involve everyone or to keep the discussion going.
Understands the purpose behind the discussion but is more focused on the discussion than on the
people involved.
Applies skills applied with confidence but lacks leadership and sensitivity.


	3+
	An active participant showing a balance between listening, initiating, and focusing discussion.
Demonstrates all the elements of discussion skills but uses them less frequently and with less
confidence than the above level.
Keep the discussion going but more as a supporter than a leader.
Tries to involve everyone in the group.
Demonstrate many skills but lacks the confidence to pursue them so that the group takes longer than
necessary to reach consensus.
Demonstrate a positive approach but is more focused on getting done than on having a positive
discussion.

	3-
	An inconsistently active participant showing an imbalance between listening, initiating, and focusing
discussion.
Tend to move in and out of the discussion.
Participate but doesn’t use skills such as summarizing and clarifying often enough to show confidence.
Keep the discussion going but more as a supporter than a leader.
Fail to offer enough factual information or stay on topic.


	2+
	I am an active listener but defers easily to others and lacks confidence to pursue personal point of view
even when it is right.
Participate but doesn’t use skills such as summarizing and clarifying often enough to show confidence.
Limit discussion skills to asking questions, summarizing, and staying on topic.
Lack balance between discussion and analytical skills. Either displays good analysis skills and poor
discussion skills or good discussion skills and poor analysis skills.


	2-
	An active listener but defers easily to others and tends not pursue personal point of view, lacking
confidence.
Limit discussion skills to asking questions, summarizing and staying on topic.
Rarely demonstrates analysis skills because doesn’t understand the purpose of the discussion, and as a
result, offers little evidence to support any point of view.


	1
	Show effort and is willing to be involved in the discussion but lacks the skills to get involved.
Ask clarifying questions as the main discussion skill.
Passively try to find resources e.g. flipping through notes.
Lack participation, resulting in little evidence with which to assess skills.


	0
	Demonstrate no participation or effort.
Participate only when prompted by the teacher.
Only respond to others and initiates nothing.
Provide limited responses that are often off topic.
Participate minimally so that it is impossible to assess analysis skills or understanding of the issues.
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Supporting school leaders as they help build a brighter future for New York’s students.
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                                      SAANYS Mentor Circle Program Pilot                   

SAANYS offers a MentorCoach Professional Development Service modeled after the successful Ontario Principals Center program. This model provides for a trained mentorcoach to work with a mentee for 35-weekly coaching sessions over the span of 10 months. These sessions are structured around an individually agreed upon ISLLC-based Learning Plan that includes goal setting, reflection, and rubric evaluation. In addition, SAANYS just completed a Group MentorCoaching program pilot in two small urban districts where a number of its administrators had experienced the 10-month long mentorcoach program. 

Purpose

What differentiates this Mentor Circle Program Pilot is that participants have not experienced either of the other SAANYS mentorcoaching professional development modes. 

The aim is to determine if this new third option should be made available to the field. While this third option may include some elements of the individual and group mentorcoaching models, i.e. laser coaching, observing laser coaching of a peer, and serving as a mentorcoach for a colleague in a protected, confidential setting, it also may include simulations, and likely a combination … as participants explore live daily problems of practice. Thus, the word ‘circle,’ rather than ‘group’ is used to better describe the work.

Why is this Different?

A Mentor Circle is where learning, growth, and development are actively created through social engagement of the participants. Knowledge is imbedded within each of the participants’ own experiences, values, attitudes, and beliefs … where power dynamics are purposefully challenged and authority is shared. The mentorcoach facilitator sits with the members, fluidly moving from facilitator, to mentor, to coach, to quiet member all with the aim of growing the capacity of the Circle as a whole and of each member individually.

What also makes Mentor Circles different from other professional development opportunities is that each circle member will develop, and the mentorcoach facilitator will
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use, individualized learning plans uniquely created for each participant around their strengths and reflection/goal setting in an appropriate job performance rubric. These one-page learning plans can be used to guide work in their district relative to APPR feedback and goal setting. 

Participant Outcome

Participants build their capacity to critically problem solve by being coached, and coaching others, through their daily problems of practice. Problems of practice are defined as live, day-to-day issues arising in the current work setting where the participant seeks mentoring and/or coaching. These problems of practice may also come from simulations. Additionally, participants build their capacity to function as a team of administrators as they translate what is experienced in Circle to other applicable settings, such as administrative meetings, parent meetings, department meetings, and the like. 

Participant Commitment

What is essential for a Circle to form and function well is to ensure that from the start each member understands who will be in the Circle. Circle members:
· Sign a Mentor Circle Partnership Agreement, which includes a firm confidentiality clause, 
· Complete and share with the mentorcoach the results of Strengthsfinder
· Select up to three areas from an ISSLC-based job rubric and one or two areas 
from the Rubric for Mentor Circle Members with the results known only to the mentorcoach facilitator, unless given permission to do otherwise is granted.

 Circle Format

Before joining a Circle, each participant will meet with the mentorcoach facilitator in two separate face-to-face meetings. These two one-hour meetings are required in order for the mentorcoach facilitator and the new circle member to better understand how the Circle will function, the importance of confidentiality, and to design the individualized Learning Plan. 

Once the initial meetings are complete, eight 90-minute monthly Circle meetings will take place either face-to-face or online. As Circles desire, guest speakers may be asked to join a session or a simulation such as dealing with a difficult parent, working through a new teacher evaluation meeting, or handling a disruptive teacher may be presented. The mentorcoach facilitator may also be asked to present on a topic. In between Circle sessions, the mentorcoach facilitator provides individual one-to-one mentorcoaching sessions with Circle participants. 

Evaluation

Each Circle will complete a one-page questionnaire during its last session. Participants will also be asked to individually assess the work of the mentorcoach facilitator. In addition, the Mentor Circle Rubric will also serve as a periodic assessment vehicle. 

SAANYS Mentor Circle Partnership Agreement



To ensure our relationship is a mutually rewarding and satisfying experience we agree to:

1. Meet on _________________ for the second one-to-one initial circle session meeting.

Knowing that I may need to be flexible as other circle members’ schedules will be factored in, the best time for monthly: 

Circle sessions are:


One-to-One coaching sessions are:



2. Maintain Circle confidentiality. 


3.  Honor Circle Norms.


4. Provide regular feedback to each other, complete required tools, and evaluate the program.


5. If we choose to continue past the scheduled Circle sessions, we may elect to do so, as long as we have discussed and agreed to the basis for that continuation.  Should we decide to conclude the relationship earlier than we anticipate, we agree to do so with appropriate closure.


Circle member signature and date  ___________________________________________

MentorCoach facilitator signature and date   _________________________________
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Theoretical underpinnings come from Bloom, Castanga, Moir, and Warren (2005), Zachary (2000; 2005), Whitworth, Kimsey-House, Kimsey-House, and Sandahl (2007), Mentoring and Coaching School Leaders: A Phenomenological Study of Adaptive Experiences for School Administrators by Robinson, and Assessing the Collaborative Conversations between Mentor Coaches School Administrators and Mentees: a Qualitative Study, by Tryon.
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