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SUMMARY 

Overall Goals/Objectives of Program 

 This report for the 2018-2019 Great Teaching and Leading Grant Advancing 

Administrators Development (ADD) will examine whether the grantee met the overall goal of the 

funded program, which is the ongoing development of a school leadership pipeline to support the 

recruitment, selection, retention, and development of highly effective educational leaders from 

pre-service principal preparation through in-service school and district administrators in the 

Clark County School District (CCSD). This overall goal is the foundation of the partnership 

between CCSD and the University of Nevada, Las Vegas (UNLV), a partnership focused on 

strengthening the school district’s leadership pipeline. Three project effectiveness outcomes were 

outlined in the grant to support the overall goal of the grant and CCSD/UNLV partnership. This 

report will specifically address how the implementation of mentoring and coaching between 

practicing principals and pre-service school administrators and mentoring between practicing 

principals and novice administrators positively impact: 

1. Participants’ perceptions of the effectiveness of mentoring and coaching in developing 

aspiring principal and novice administrators’ leadership practices; and 

2.  Aspiring principal leadership development and impact on student achievement; 

3.  Novice and practicing principals’ retention and leadership development as a result of 

participation in mentoring and professional learning communities (PLC). 

The grantee’s theory of action to improve the effectiveness of school administrators included: 

1. Partnerships between pre-service educational leadership preparation providers and  

school districts result in impactful field-based experiences. 

2. Field-based experiences for aspiring administrators, supported by effective 
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practicing principals, result in more effective early-career school administrators. 

3. Mentoring and coaching by highly effective practicing principals, with specific 

training in mentoring, improve pre-service administrators’ practices. 

4. Mentoring and coaching by highly effective practicing principals, with specific 

training in mentoring, improve novice administrators’ practices and increase 

retention. 

5. Engagement in mentoring and coaching improve practicing principals’ 

practices. 

Using this theory of action, the grantee defined five goals and related objectives to achieve 

the desired effectiveness outcomes. 

1. Continue to recruit, select, and develop a cadre of mentor principals to support and 

retain UNLV Educational Policy and Leadership (EPL) students and novice 

administrators to become highly effective instructional leaders. 

a. Objective 1: Using a selective process, recruit, select, and train principals to 

serve as mentors for EPL students and novice administrators. 

b. Objective 2: Monitor mentoring effectiveness in supporting EPL students and 

novice principals. 

2. Enhance mentor principals’ school leadership effectiveness through participation in 

the mentoring process. 

a. Objective 1:  Monitor the value of mentoring as a professional development 

process for trained mentors engaged in supporting EPL students, prospective, and 

novice administrators. 

3. Enhance site-based coaching effectiveness in supporting EPL students’ field-based 
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experiences.  

a. Objective 1: Provide introductory coaching training for site-based principals 

4. Develop EPL students’ and novice administrators’ knowledge and skills in school 

leadership focused on NEPF observation cycles, effective models of school 

improvement, and NEPF-SAA standards.  

a. Objective 1: Provide EPL students mentoring from selected trained mentor 

principals to integrate course work with field-based experiences focused on NEPF 

observation cycles and student learning goals.  

b. Objective 2: Provide EPL students coaching from site-based principals in 

integrating course work with filed-based experiences focused on school 

improvement. 

c. Objective 3: Provide EPL students coaching from site-based principals in 

integrating course work with filed-based experiences to improve confidence and 

skills related to the NEPF-SAA standards 

5. Enhance practicing principal effectiveness through ongoing professional development 

focused on school improvement. 

a. Objective 1: Monitor the value of participation in a PLC focused on a problem of 

practice related to school improvement. 

A. Abstract and Results Overview 

The Advancing Administrators Development (ADD) project’s theory of action and 

project features are grounded in the research supporting effective school leadership 

preparation programs and development. The project is part of a university/district partnership 

between the UNLV EPL program and the Clark County School District (CCSD) focused on 
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developing a seamless school administrative pipeline that will support effective leadership 

from pre-service preparation through professional development of practicing principals. The 

primary program features of this pipeline were supported by the ADD project, specifically a 

mentoring and coaching process involving aspiring, novice, and practicing principals. Findings 

indicate that implementation of the program features in the first year of the ADD led to 

positive outcomes for each participating leadership group – aspiring, novice, and those 

practicing principals involved as mentors and coaches. Findings support that the grantee met 

goals and objectives outlined in the second year of the grant, with evidence that the project 

effectiveness outcomes were also met. This overview summarizes results by goal and then by 

the project effectiveness outcomes.  

Goal #1. The grantee continued to develop a cadre of mentor principals to support and 

retain EPL students and novice principals (Objective 1) and monitored the mentoring process to 

ensure mentor effectiveness (Objective 2).  

Goal #2. The grantee enhanced mentor principal school leadership effectiveness 

through the use of mentoring as a professional development process.  

Goal #3. The grantee enhanced site-based principal coaching effectiveness in 

supporting EPL students’ field based experiences through training. 

Goal #4. The grantee developed aspiring administrators’ knowledge and skills in 

school leadership focused on the NEPF observations cycle and evaluation of student learning 

goals (Objective 1), school improvement (Objective 2), and NEPF-SAA standards (Objective 

3), through field-based experiences supported by site-based principal coaches.  

Goal #5. The grantee enhanced practicing principals’ effectiveness, both novice and 

experienced administrators, in planning school improvement through participation in a 
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professional learning community (Objective 1).  

Project effectiveness outcomes 

 Findings indicate that the grant activities positively impacted: aspiring principal and 

novice administrators’ leadership skills through mentoring and coaching, aspiring principals’ 

impact on student achievement, and novice and experienced administrators’ leadership 

development.  

Next Steps 

 The findings of the Advancing Administrators Development (ADD) project suggest 

several next steps. These next steps are: 

1. The UNLV/CCSD partnership should continue to develop the mentoring and coaching 

skills of practicing principals to support aspiring principals as they connect course work 

to effective school leadership practices.  

2. Although UNLV EPL aspiring principals had positive perceptions of the site-based 

coaches’ effect on their learning, there should be improved structured training and 

evaluation of the site-based coaches. 

3. The UNLV/CCSD partnership should develop a stronger evaluation process to determine 

specifically how mentors and coaches contribute to improving EPL aspiring principal and 

novice principal knowledge, skills, and dispositions.  

4. The UNLV/CCSD partnership began expanding the mentoring process for first and 

second year principals in CCSD through a Problem of Practice Professional Learning 

Community Problem (PP-PLC) pilot supported by this grant. This pilot for supporting the 

learning of new and experienced principals should continue and include efforts to recruit 

minority participants, match types of schools within the PLC group, and ongoing 
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evaluations to determine overall impact. 

5. Other than the PP-PLC pilot  and limited mentoring of assistant principals, the 

UNLV/CCSD partnership has yet to develop formal structures to connect trained mentors 

with entry level and novice principals. This will require the development of such 

structures to connect mentors with entry level administrators and those new to the 

principalship. This process will require ongoing development of current mentors while 

still maintaining high quality screening and mentor training for new and existing 

administrators. 

6. The UNLV/CCSD partnership should expand in-house training and on-going support 

processes for mentors and coaches through the use of the three CCSD administrators 

trained to provide the National Association of Elementary School Principals mentor 

training. The process should be monitored and evaluated to determine the effectiveness of 

this in-house training in developing mentor principals.  

7. The evaluation of the support for mentors should continue, examining how the processes 

may improve specific leadership practices for novice school administrators, as well as 

how mentoring may improve mentor principals’ leadership practices. 

8. Mentor and aspiring principal recruitment should include processes to improve the 

diversity of aspiring principals, novice principals, and mentors to reflect the student 

population of CCSD. 

GRANT FUNDED ACTIVITIES 

Five specific activities were directly and indirectly funded by the GTLF to accomplish 

the goals of the project. These activities were: 1) Recruit, select, and develop a cadre of mentor 

principals to support and retain  aspiring principals and novice administrators (Goal 1); 2) 
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enhance mentor principals’ school leadership effectiveness (Goal 2); 3) enhance site-based 

principals’ knowledge and skills (Goal 3); 4) develop aspiring and novice administrators’ 

knowledge and skills in school leadership focused on the NEPF-SAS (Goal 4); and 5) enhance 

practicing principals effectiveness relative to school improvement (Goal 5). 

Grant Funded Activity #1: Continue to recruit, select, and develop a cadre of mentor 

principals to support and retain EPL students and novice administrators to become highly 

effective instructional leaders.   

 Support through effective mentoring, which includes training and ongoing 

professional development, has been connected to retention of novice administrators 

(Wallace Foundation, 2017), support for instructional leadership (Johnston, Kaufman, & 

Thompson, 2016), and improved outcomes for aspiring principals (Darling-Hammond, 

LaPointe, Meyerson, Orr, & Cohen, 2007) (see Appendix A for references).  

 Funds were expended to provide stipends to nine previously trained mentors who 

provided monthly support sessions to the 48 students in this cycle of the grant. The purpose of 

the meetings was to provide opportunities for aspiring administrators to debrief on issues 

encountered in their leadership program, to provide guidance, and to engage mentees in 

reflective practice as they connected course-based learning with practice. These mentors also 

provided two rounds of 3-day shadowing opportunities for the aspiring leaders, once in the 

spring and again in the fall of the program. The intent of the shadowing was to provide the EPL 

students real-time experiences in a principal’s schedule of activities and responsibilities as a 

campus leader and to reflect on their learning from this experience. 

 Funding also provided stipends for a Problem of Practice Professional Learning 

Community (PP-PLC) to continue to develop a cadre of mentors to support novice 
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administrators. Three NAESP-trained mentors engaged in supporting the development of two 

novice principals through work on a Problem of Practice. Program faculty met bi-monthly with 

the PLC group of novice and mentor principals. Following a protocol to identify each 

participant’s Problem of Practice (PoP), the group presented their individual dilemmas and a 

focus question, which the group responded to with further questions. All PLC members 

developed a plan to solve their PoP and provided updates on the implementation progress at each 

meeting. The purpose of the PLC was to support novice principals in their effort to lead school 

improvement. 

 Previous GTLF grants provided funding for CCSD principals to be trained through the 

NAESP Mentoring program with 29 of those obtaining national certification.. ADD funds 

provided for the certification of three previously trained CCSD administrators from the FY 

2018 to become National Trainers. The three CCSD administrators were selected from the 29 

CCSD principals who participated in the 9-month NAESP National Certification funded by 

previous GTLF grants and were recommended by their supervisor. These three CCSD 

administrators can now provide the NAESP mentor training at significantly reduced costs to 

prospective CCSD mentors at more convenient times for the district..  

Participants 

 Funding supported stipends for nine previously trained mentors who engaged the aspiring 

administrators in monthly meetings to debrief on issues encountered in their leadership program, 

to provide guidance, and to engage mentees in reflective practice as they connected course-based 

learning with practice. These mentors also provided two rounds of 3-day showing experiences 

for the aspiring administrators. All nine mentors were White. Six mentors were female and three 

male. 
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 Additionally, grant funds supported a new initiative which involved bi-monthly Problem 

of Practice PLC meetings between three NAESP-trained mentor principals and two novice 

principals. All five PLC principals were White. The two novice principals were female, while 

two experienced mentor principals were male and one female. 

Areas of Effectiveness Measure: 

 The areas of effectiveness measure were training effectiveness and mentor effectiveness. 

Because no new administrators received NAESP training, training effectiveness was not 

measured. Mentor effectiveness was measured through student responses to questionnaires and 

through interviews with the Problem of Practice PLC mentors and mentees regarding their 

development through the Problem of Practice PLC.  

Effectiveness Measures/Rationale for Measures: 

Mentor effectiveness in supporting EPL students was measured by a qualitative 

survey of 21 students who completed the program by the end of the grant period, FY 2019. 

(See Appendix C for the demographics of the cohort). Students were asked to rate to 

statements on a five point scale, “My regular meetings with my EPL Mentor were valuable 

to meeting my needs as a future administrator” and “My shadowing experience with my 

mentor was valuable in meeting my needs as a future administrator.”  In addition, an open 

ended questions was asked of EPL students, “Describe two valuable and specific concepts, 

skills, or dispositions learned from your regular meetings with your mentor.”  Students 

indicated their mentor was valuable in meeting their needs (4.47/5.00) and shadowing their 

administrator was also valuable (4.27/5.0). Students indicated a range of concepts, skills, 

and disposition from their mentor including the importance of: building collaborative 

relationships, time management, and presentation skills. 
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Novice principals’ perceptions of their mentors’ effectiveness were measured through 

interviews that included both mentors and their mentees as part of the engagement in the 

Problem of Practice Professional Learning Community (PP-PLC). The PP-PLC was 

composed of two novice principals and three NAESP trained experienced mentor principals. 

Results of the interviews indicated that the mentors provided support to novices in the 

following areas: (a) providing moral and emotional support, (b) offering new ideas for 

school improvement and, (c) providing feedback on their plan for school improvement.. 

 Mentors’ perceptions of their effectiveness in mentoring novice principals and how 

their mentees benefited from mentoring were measured through interviews with the 

experienced mentors in the Problem of Practice PLC. Mentors perceived they were most 

effective as colleagues to mentees, discussing common issues faced by mentors and mentees 

and by helping the mentees better focus on their improvement plans. The most common 

benefit discussed among mentors and their novice principal mentees encompassed the use of 

data to improve student outcomes, however, they felt the need to develop a network for 

more guidance with leadership responsibilities and for moral and emotional support of 

novice principals.  

The interviews with the PP-PLC principals verified their mutual agreement that they 

learned much from their interactions as they worked on identifying their Problem of Practice 

and on the development and implementation of a plan to increase student outcomes. 

Examples of their learning include the following statements:  

• “What I liked about it was I’ve always had goals for our school, but I was never as focused 

as this. This just took my lens and we…. I wanted to improve math, we just went like this 

and improved math because it was a focus…Helped me be accountable.” 
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• “I learned so much from each of you. I was never as focused as this.” 

• “This was great support but we need more.” 

Implications for Future Implementation 

Research suggests that rigorous selection of mentors is important in the effective 

preparation and retention of future and novice school administrators (Browne-Ferrigno & 

Muth, 2004; Darling-Hammond et al., 2007). The current analysis of effectiveness measures of 

the mentors’ co-mentoring meetings and engagement activities with the EPL students indicates 

that Goal 1 of the grant was only partially met. No new NAESP training was provided, so that 

component could not be measured. However, the grantee provided effective development of 

mentors through  their interaction with novice principal in collaborative PLCs focused on 

problems of practice and through shadowing and mentoring activities with EPL aspiring 

administrators..  

Although Goal 1 was partially met, the grantee should continue to improve the 

recruitment, selection, and development of mentor principals. This includes evaluating and 

adjusting the mentor recruitment and selection process and improving the continued 

development, use, and evaluation of mentor principal’s effectiveness. Specifically, the 

grantee should consider how to recruit and select mentors that are more representative of 

the ethnicity of students and teachers in CCSD. Specifically, the current student population 

of CCSD is only 25.25 percent White compared to 100 percent of the mentors serving as 

mentors to the aspiring principals and participating in the Problem of Practice PLC. There 

is room to reduce the gap in the demographic representation between school administrators 

perceived as leaders in the district and the CCSD student population. 

The grantee should also examine how to support the UNLV/CCSD partnership to more 
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effectively use and evaluate those mentor principals trained. The pool of CCSD mentor 

principals trained through the past and current GTLF grants are currently engaged in regularly 

mentoring EPL students, supporting the training of aspiring principals who are participating in 

the CCSD Leadership Academy, supporting a limited number of novice principals by modeling 

for assistant principals in the CCSD Leadership Academy, and through the PLC-PP process. 

The UNLV/CCSD partnership should continue to examine how to further use trained mentors 

to support novice administrators. 

The grantee should further develop evaluation processes to measure the effectiveness of 

mentor training and mentor engagement with aspiring and novice administrators. Future 

effectiveness measures should include more in-depth surveys of mentor principals as they 

begin and complete mentor training and after they have engaged with mentees. For example, 

members of the PP-PLC suggested continuing the PP-PLC of principals and meeting at 

different campuses to walk the campuses because they felt they would learn by observing, 

asking questions, and taking what they learned back to their campuses. They also suggested 

developing a network and having a list of experienced principals and their expertise so they can 

go to those principals for support in that area of expertise. Additionally, longer term evaluation 

should be conducted that examines the outcomes of mentoring, such as a following those 

mentees who engaged with trained mentors as they work as administrators in schools. This 

evaluation process could examine retention of mentees as they become administrators and a 

comparison of principal evaluations of those who were mentored to those not mentored.  

Grant Funded Activity #2: Enhance mentor principals’ school leadership effectiveness 

through participation in the mentoring process. 

 Structured mentoring experiences serves as effective professional development for 
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practicing administrators (Browne-Ferrigno & Muth, 2004). Mentors report improving their own 

leadership practices as a result of mentoring aspiring and novice administrator (Gimbel & Kefor, 

2018; Hansford & Ehrich, 2006). Mentoring among practicing principals, in collaborative 

structures such as professional leaning communities also appears to improve student outcomes 

(Bickmore, 2012; David, 2009; Houchens, Stewart, & Jennings, 2017). This GTLF supported the 

learning of trained mentor principals as they mentored aspiring principals and novice principals.  

Participants: 

 Through three GTLF grants 84 CCSD principals have been trained to mentor aspiring 

and novice principals. Of that number, 20 have been actively engaged in mentoring aspirating 

and novice principals. These principals have mentored EPL aspiring principals, novice 

administrators in their own building, assistant principals as part of the CCSD Leadership 

Academy, and novice principals as part of the FY 19 PP-PLC group. Demographically, these 

principals are similar to the larger pool of CCSD principals trained through the NAESP Mentor 

Principal program.  

Areas of Effectiveness Measure: 

 The area of effectiveness measures was the mentors’ perceptions of how and what they 

had learned by participating as a mentor and how that learning has impacted retention and 

effectiveness as a school administrator. A subset of seven mentors engaged in mentoring 

aspiring and novice principals were randomly selected to be interviewed  

Effectiveness Measures/Rationale for Measures: 

 Mentors indicated participation in the mentoring process resulted in improved leadership 

effectiveness. All seven mentor principals interviewed expressed that the process of mentoring 

required them to reflect on their own practice. This occurred most often when their mentee asked 
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questions about the mentor principals’ practices, such as how they developed a school process or 

why they chose certain teachers for a committee. This reflection resulted in mentors changing 

practices and procedures in the school.  Mentors indicated three areas in which reflection, as part 

of the mentoring process, resulted in changes in mentors’ practices - communication, 

engagement with teachers, and changes in school procedures. Mentors indicated on-going 

interaction with mentees led them to improve their listening skills, as they reflected on mentees 

probing questions. Improved listening skills with mentees were transferred to interactions with 

teachers, staff, and parents. Of import, was all seven mentors discussed how their improved 

listening skills led to improved interaction with teachers, particularly around engaging teachers 

in discussion around teaching and learning.  Mentors believed these improved interactions with 

teachers led to improved teacher instruction and teacher engagement in school decision making.   

Finally, mentor principals provided examples of how they made changes to school structures and 

programs as a result of mentoring and reflections. As an example, one principal discussed how 

she changed procedure for students that experienced trauma as a result of listening more openly 

to teachers and reflecting on their input.   

Implications for Future Implementation 

Analysis of effectiveness measures of mentor principal learning and improved leadership 

effectiveness indicates that Goal 2 was met. Participation in mentoring improved the 

effectiveness of those principals engaged in the mentoring process.  

A future goal of the UNLV/CCSD should be to expand the number of mentors 

participating in supporting aspiring and novice principals to include more of the CCSD 

principals that have been trained through the NAESP Mentor Program. This will require specific 

processes to match and support mentors as they work with novice administrators. These 
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processes should include ongoing professional development for mentors and specific evaluations 

processes to determine what mentors are learning from the engagement with mentees. 

Additionally, more CCSD administrators should be trained through the CCSD Mentor Trainers 

that were certified through FY 18 ADD GTLF funding. Expanding the opportunity of 

experienced principals to engage with mentees may be a cost effective method of improving 

these experienced principals effectiveness.  

Grant Funded Goal #3: Enhance site-based coaching effectiveness in supporting 

partnership students’ field-based experiences. 

 Funding for Grant Funded Goal 3 supported training and ongoing support for site-based 

principals who coached, guided, and monitored EPL aspiring principals in the UNLV-CCSD 

Partnership as they participated in field-work activities and their culminating Target School 

Improvement Project (TSIP). Research has indicated coaching and mentoring in an educational 

setting plays an important role in the leadership development of both aspiring school leaders and 

practicing administrators (Clayton, Sanzo & Myran, 2013; Crow & Matthews, 1998). Aspiring 

principals are better prepared for school administration if they are engaged in field-based 

activities supported by an experienced school-based administrator who are trained in coaching 

(Browne-Ferrigno & Muth, 2004; Daresh, 2004). Furthermore, site-based principal coaches who 

improve their coaching skills also help better retain aspiring principals as entry-level 

administrators (Wallace Foundation, 2017). Studies have suggested principals who engage in 

coaching have enhanced their job satisfaction, reflected more on their leadership practices, and 

increased opportunities for personal career advancement (Alsbury & Hackmann, 2006).  

UNLV faculty provided meetings with each site-based principal coach outlining field-

based activities and guidelines and expectations regarding their involvement coaching aspiring 
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principals in the EPL program. Site-based principal coaches were also provided with suggestions 

and effective strategies to enhance coaching support for the aspiring principal from their school 

site. These meetings took place three times throughout the grant period. These meetings allowed 

UNLV faculty to provide feedback to both the site-based principal coach and the aspiring 

principal on their coaching and leadership development.  

Participants: 

 Funds were expended on stipends for 35 site-based administrators who supported 48 

aspiring leaders’ from Cohorts IV, V, and VI in their school improvement projects and helped 

bridge theory to practice in their leadership activities. Of the thirty-five site administrators, 

twelve were male (34%) and twenty-three were female (66%); thirty were White (86%), four 

were African American (11%), and one was Hispanic (3%).  Of the twenty-three females, 18 

were White (72%); four were African American (16%), and one was Hispanic (4%). All males 

were White. 

In addition, twenty-five of the site-based principals led elementary schools (71%), six led 

middle schools (17%), and four led high schools (11%). The demographics of the 48 EPL 

students engaged with these site-based principals are presented in Appendix C (Cohort IV), 

Appendix D (Cohort V), and Appendix E (Cohort VI). 

Areas of Effectiveness Measures: 

The area of effectiveness measures was the aspiring principals’ perceptions regarding the 

effectiveness of coaching from their site-based principals. The students’ perceptions were 

collected through a questionnaire which included both qualitative and quantitative items.  

Effectiveness Measures/Rationale for Measures:                                                                   

Upon completing the school administrator preparation program, EPL students completed a 
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questionnaire regarding their perceptions of the effectiveness of coaching provided to them 

throughout the program by their site-based principals. Aspiring principals indicated their 

fieldwork experience in the program was valuable and met their expectations (4.09/5.00). They 

also indicated their interactions with their site-based principal coach as part of the program was 

valuable to them as a future administrator (4.09/5.00).  

 Qualitatively, EPL aspiring principals emphasized the value and skills learned from their 

site-based principal coach, particularly regarding relationship building and empowering their 

faculty and teams. Examples of what they learned from their site-based principal coaches 

included: 

● “Relationship skills- the importance of developing relationships with people.” 

● “Managing resources; building a team with the right people...” 

● “My site-based principal has taught me the importance of empowering the team through 

word and action.”  

● “Valuable conversations regarding the importance of climate and culture and other 

factors that help determine the success of schools.” 

● “Time management and building relationships and establishing trust.” 

Implications for Future Implementation: 

The current analysis of the training of site-based principal coaches indicates Goal 3 was 

met although site-based principal training resulted in decreased levels of outcomes from previous 

years. In the previous GTLF grant evaluation, aspiring principals reported a mean score of 4.32 

out of 5.00 related to their interactions with their site-based principal coach compared to the 

current 4.09 out of 5.00. As mean scores have slightly decreased, there is room to improve site-

based principals’ coaching and support for aspiring principals in the program. UNLV faculty 
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should consider increasing the amount of training provided to site-based principals and 

customize the training to meet the needs of aspiring principals. Analyzing the qualitative data, 

providing specific coaching training on building leadership teams and developing relationships 

with stakeholders for site-based principals would be beneficial to help better engage them with 

aspiring principals. 

Current evaluation measures for site-based principal coaches’ training and feedback from 

aspiring principals should be strengthened. Both site-based principal coaches’ and EPL students’ 

evaluations should include more specific items to determine strengths and weaknesses between 

their interactions. It would also be of value to track the progress of site-based principal coaches 

who have had more than one aspiring principal participate in the program.  

Grant Funded Goal #4: EPL aspiring principals’ knowledge and skills in school leadership 

focused on NEPF observation cycles, effective models of school improvement, and NEPF-

SAA standards. 

Funding for Goal 4 provided EPL students mentoring and coaching from selected trained 

mentor principals and site-based principal coaches to integrate coursework with field-based 

experiences focused on NEPF classroom observation cycles and student learning goals. EPL 

students were given opportunities to shadow mentor principals and observe classroom instruction 

which later resulted in discussions with their mentors about evaluating and monitoring teacher 

instruction. Such interactions assisted in learning new skills and perspectives when observing 

instruction. EPL students were also coached by their site-based principals on how to best 

integrate their school improvement strategies and practices for their TSIP. Site-based principal 

coaches not only coached EPL students during TSIP implementation, they also evaluated their 

dispositions and skills on the NEPF-SAA. Upon completion of the observation cycles, EPL 
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students were asked to collect data, analyze it, summarize findings, provide recommendations, 

and self-reflect on their experience as an evaluator of teacher instruction. 

Participants 

Funding from the GTLF supported stipends for 15 site-based principals who coached 

three cohorts (Cohort IV, V, and VI) of EPL students. However, data was only collected from the 

cohort that completed their program by the end of this grant year, FY 2019. Data was collected 

from one cohort group (Cohort IV) of twenty-one aspiring principals in the program (See 

Appendix C for demographics). The second set of data was collected from the 15 site-based 

principals who coached the EPL students from Cohort IV.  

Areas of Effectiveness Measures 

The areas of effectiveness measures included the EPL students’ observation cycle, TSIP 

documents, and EPL student and site-based principal coaches’ perceptions of EPL students’ 

knowledge and skills based on a questionnaires.  

Effectiveness Measures/Rationale for Measures: 

Three effective measures were used to assess the development of EPL students’ 

knowledge and skills focused on NEPF teacher observation cycles and school improvement: (1) 

EPL students’ responses and reflection of their participation in the NEPF observation cycle; (2) 

students’ responses on implementation of their TSIP; and (3) questionnaire results measuring 

EPL and their coaches perceptions of their leadership knowledge and skills related to the NEPF-

SAA.  

 Upon completing their teacher observation cycle, EPL students recorded and submitted 

their perceptions on what they learned and the skills gained during the process. Grant evaluators 

identified and recorded three themes related to the perceptions of EPL students: (1) the need to 
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develop effective instructional coaching skills; (2) improve data collection skills; and (3) how 

administration-teacher relationship can improve instruction. 

 Theme I outlined EPL students’ need to improve their instructional coaching skills, 

specifically during post-observation conferences. One EPL student observed that she “could have 

done a better job engaging in conversation” during the post-observation conference. Another 

EPL student felt rushed during the conference and that it was essential to develop “solid chunks 

of time for instructional coaching”. Another EPL student noted that during his post-observation 

conferences he was “too directive” and “I feel like I gave her the strengths and weaknesses rather 

than have her analyze the data and find it herself.” An EPL student recognized how observational 

conferences “opened my eyes as to how instructional leaders should coach teachers to become 

more effective.” This student also noted the struggle she had to collect and explain observational 

data to teachers during conferences.  

 EPL students expressed a perceived need to develop data collection skills during 

classroom observations. One EPL student noted her need to develop skills in “generating and 

presenting data information in the most meaningful manner.” Another EPL student observed that 

the most challenging part of the process was to observe instruction and collect data and that “it 

was difficult for me to focus on one thing during my observation.” One EPL student expressed 

that she had struggled to take down notes while observing teachers and that she had not “selected 

the ideal tool” for data collection. An EPL student noted he constantly “found myself wandering 

my attention towards [two students]” and had to “deliberately focus on the observation and 

emphasis on obtaining accurate accounts of teacher behavior.” Although students indicted 

struggles with data collection, the practice involved with observations improved student skills. 
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As a student explained, the observation cycle experience allowed her to better hone her skills and 

“provide teachers with an accurate depiction of what they are doing in their classrooms.”   

Although EPL students struggled in learning how to effectively collect data, they also 

observed how administrator-teacher relationships can be effectively used to improve instruction. 

One student confirmed that effective relationships “creates a safe environment for teachers to 

reveal areas of weaknesses.” Another student observed that once he established a solid 

relationship with teacher being observed “she was more open to feedback and reflection than 

before.” One student lamented not spending time to build relationships with the teachers during 

observation cycles. He added that he “work toward using this time to build relationships and set 

a positive mood for the post-observation conference.” One student pointed out the biggest take-

away from the observational cycles was “the importance of developing trust and positive 

relationships which serves as a foundation for productive discussions.”  

Results from students’ final TSIP report indicated two themes related to their learning for 

school improvement: (1) the importance of collaboratively engaging the leadership team; and (2) 

understanding the significance and impact of data-driven decisions. Several EPL students 

expressed the struggle they had to engage their leadership with specific TSIP tasks. One student 

noted that she “needed to learn delegate tasks” and that “Once I started delegating tasks, the 

process became easier for me.” Another student observed seeking collaborative feedback from 

his TSIP team was “essential in finding viable solutions.” Other students struggled to trust their 

TSIP team which resulted in less collaboration and more micromanaging. Learning from this 

experience, one student stressed how important it was “to rely on a team to achieve results.” 

Another student lamented that the “the next time I do a project like this I to have the leadership 

team and intervention team meet together more often.” A student observed that she was 
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micromanaging her TSIP team. She expressed that once she “stepped away” and let the TSIP run 

its course, the leadership team took ownership of the results and student improvement increased.   

EPL students also expressed how they learned to work with data for continuous school 

improvement. For many of the students, analyzing school data was a new experience. One 

student expressed that she needed to do better at analyzing and sharing data that was simple to 

understand. She noted that her TSIP found the data she gave them “was not easy to understand” 

and that she “was not always as thorough as I need to be regarding data.” Some students 

observed that one piece of data was not enough to make decisions. One student reported that he 

“should always look at various kinds of data to set my school’s direction.” Students also 

recognized the impact data can have on instruction. A student observed, “I realized that often 

decisions are made based on feelings and not data. As an administrator, one of my goals will be 

to train my staff to use data to guide their instructional practices.” Another student confirmed, 

“data is not just for show but to drive instruction”.  

EPL students from Cohort IV also completed a self-evaluation questionnaire measuring 

their perceptions of leadership knowledge and skills related to the NEPF-SAA. EPL students 

responded to two components of the questionnaire, one indicating their Participation with the 

NEPF-SAA domains during the program and the other indicating their Confidence in their 

abilities to perform the standards within each domain. EPL students ranked their experiences 

from 1 indicating little extent to 4 indicating exemplary extent. Appendix F represents the mean 

scores of students’ perceptions of their effectiveness in Participation and Confidence related to 

the domains of the NEPF-SAA.  

Site-based principals also completed a survey evaluating EPL student’s related to the 

NEPF-SAA. Principals were asked to determine EPL student’s engagement in the leadership 
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practice within the NEPF-SAA. Appendix G represents the mean scores of site-based principals’ 

evaluation of EPL students’ ability to engage in the domains of the NEPF-SAA.  

Implications for Future Implementation: 

  Analysis of data indicates that Goal 4 was met. The grant-funded goal enabled EPL 

students to participate in observation cycles, reflect on their leadership growth, and receive 

guidance from their mentor and site-based principals as they participated in observations cycles 

and implemented targeted school improvement projects. Throughout this process, EPL students 

recognized the need to develop instructional coaching and data collection skills. They also 

acknowledged the importance of establishing relationships in instructional and school 

improvement. Overall, EPL students and their site-based principal coaches acknowledged that 

these aspiring principals were prepared to engage in leadership activities associated with the 

NEPF-SAA. 

However, data analysis also indicated areas of improvement in preparing EPL aspiring 

principals. Faculty should consider providing EPL students more opportunities to participate in 

observation cycles and experiences where they can develop their coaching skills. Since many of 

the students struggled in learning how to collect data, UNLV faculty should consider integrating 

technology tools, workshops, or training that will enable EPL students to acquire the skills 

necessary to complete this objective more successfully. Furthermore, UNLV faculty may want to 

consider recording key discussion points and guidance that is provided by mentor principals to 

aspiring principals regarding teacher observations and school improvement strategies.  

Although data from the NEPF-SAA student self-evaluations and site-based principal 

coaches evaluations indicated students are confident and can engage effectively in leadership 

activities, there are Domains of the NEPF-SAA that indicate areas of needed improvement. 
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Analysis indicated the highest mean score for both EPL students and site-based principal coaches 

was in the Professional Responsibilities Domain-Standard 3:Professional Obligations, while the 

lowest mean score both from students and coaches was in the Professional Responsibilities 

Domain-Standard 4: Family and Community Engagement. UNLV faculty should consider 

improving programmatic activities to allow these aspiring principals increased experiences in 

community engagement. Although the program has an entire course dedicated to community 

engagement, the UNLV faculty should consider pairing aspiring principals with principal 

mentors who have an expertise in family and engagement. In addition, coursework can be 

redeveloped to also focus on building and sustaining community engagement.  

Goal 5: Enhance practicing principals’ effectiveness through ongoing professional 

development focused on school improvement. 

As noted previously, support through effective mentoring, which includes training and 

ongoing professional development, has been connected to retention of novice administrators 

(Wallace Foundation, 2017). Grant funds supported activities enhancing the effectiveness and 

retention of CCSD practicing principals (mentors) and novice principals by providing the 

opportunity for ongoing professional development focused on school improvement using a 

Problem of Practice approach through a Professional Learning Community (PP-PLC). 

Participants 

Participants included one group of five practicing principals, three experienced and 

NAESP certified coaches, and two novice principals, engaged in identification of a Problem of 

Practice and the development of a plan for improvement based on the Problem of Practice. All 

five participants were White, three female and two male. Two males and one female were the 

experienced principals. The two novice principals were females, one in her first year and the 
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other in her second year as a principal. Two experienced principal led an elementary school, 

while the other led a middle school. The two experienced elementary school principal and the 

novice principals led schools predominantly minority and at-risk. The other two principals lead 

schools with much fewer at-risk students based on low socio-economic, minority, and second 

language learner status. Participants were chosen by the district administrator responsible for 

principal professional development from applicants desiring to engage in the PP-PLC. 

Areas of Effectiveness Measures 

There were three effectiveness measures for grant funded Goal 5. The measures were 

designed to monitor the value of participation in a PLC using the Problem of Practice process to 

identify an area of focus and to develop a plan to address that area. The measures included:  1) 

five audio-recording of PP-PLC meeting in which mentor and  novice principals’ discussed 

perceptions of how and what they have learned as a results of participating in the PP-PLC and 2) 

a final questionnaire addressing the participants’ self-evaluation of the effectiveness of a school 

improvement plan developed while participating in the PP-PLC, and 3) a final report in which 

participants provided data indicating the effectiveness of the implementation of their plan to 

address their problem of practice. 

Effectiveness Measures/Rationale for Measures: 

Grantee’s recorded and analyzed PP-PLC meetings, extracting participant perceptions 

about how and what they were learning from participation in the PP-PLC. Principals expressed 

that support for both novice and experienced principals occurred through collaboration, 

professional support, emotional support, and feedback as they identified a Problem of Practice, 

then developed and implemented a plan for school improvement in that area.  
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Analysis of interviews indicated that engaging in a collaborative group provided them 

with new ideas and feedback to practices in their building. As one of the two novice principals 

stated, “I feel like even though we have different problems of practice, I felt like that was 

powerful, because I would get a little snippet from you, or a little snippet from you.”  Each 

principal agreed that collaboration helped them improve their practice at their school as noted by 

an experienced principal who stated,  

I learned so much from each of you… There is so much that comes to us as a principal. 

When you don’t have a team that is doing something and sharing… When you guys were 

looking at grading practices with it (a benchmark assessment) that was a big shift, I went 

back (to school) and did that as well. 

All principals agreed that being a principal is difficult and professional and emotional support is 

important as reflected in one novice teacher simply stated, “I think this program is good, because 

that support is needed.” 

Analysis of principal final reports of their engagement in the PP-PLC and the planning 

and implementation of the school improvement plan indicated that principals school 

improvement plans resulted in better student outcomes and their skills in school improvement 

were enhance. Each principal in their final report noted improved student outcomes as a result of 

focusing on a specific problem in their school.  As an example, one novice principal indicated 

that developing a targeted plan focused on improving teacher knowledge and skills related to tier 

one reading instruction resulted in growth in all grade levels, exceeding her goals in four of the 

six grade levels.  She indicated that the group helped her narrow her focus, which she felt 

resulted in these improved reading outcomes. An experience principal stated, “… it (PP-PLC) 
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has truly benefited my practice as a principal. The odds of the plan being implemented 

effectively dramatically increased.” 

 The final anonymous questionnaire indicated participation in the PP-PLC improved 

principals’ practices in planning and implementing school improvement, increased their 

confidence in planning and implementing school reform, led to improved student outcomes, and 

supported them personally and professionally (Appendix H).  The quantitative portion of the 

questionnaire resulted in the participants rating the overall experience 3.70/4.00, suggesting that 

principals felt strongly that the experience was beneficial to them as school leaders.  The open 

ended question that asked participants for additional comments yielded confirmation that the 

participants found the process was valuable with comments like, “Honestly, it helped me really 

write a strong plan for my own school by hearing feedback and suggestions from my peers,” and 

I saw positive results in student outcome. I wish it had additional session.”  

Implications for Future Implementation: 

The current analysis of effectiveness measures of grant activity number five indicates that 

grant Goal 5 was met. The results of the analysis provided evidence that principals engaged in 

collaboration to solve a problem of practice increased principal effectiveness and appeared to 

improve student outcomes.  Based on these results, the UNLV-CCSD Partnership should 

continue implementation of the PP-PLC process to support development of an effective principal 

pipeline for CCSD schools. This would include creating more groups of experienced and novice 

principals for continued professional and personal support and feedback as they undergo school 

improvement planning and implementation.  

However, logistics for group meetings may need to be adjusted to after-school hours to 

lessen the participants’ stress of being off-campus during school hours, as noted in participants’ 
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responses. Perhaps allowing participants to create their own meeting schedule based on their 

identified needs may also help with the continuity of support and feedback, especially for the 

novice principals. Another important consideration is the grouping of principals with schools of 

similar demographics. If experienced principals are being successful with similar students, they 

may be able to provide more relevant assistance and support to novice principals with similar 

schools in attaining school improvement. This may be achieved through closer collaboration and 

communication with the CCSD in selecting the participants for the PP-PLC groups and grouping 

them by schools with similar demographics for optimal collaboration and school improvement. 

An increased focus in selection of minority principals may also be included in these groups, as 

there is a lack of representation of minority principals in the training and development provided, 

and the schools that are predominantly minority and of low socioeconomic status are the schools 

with greatest need for improvement. Including minority principals in support mechanisms such 

as the PP-PLC may retain and encourage minority teachers to seek principal certification and 

join the ranks of the current school administrators. 

CONCLUSION 

Analysis of the data collected indicates the grantee met the overall goal of the funded 

program, which was the ongoing development of a school leadership pipeline to support the 

recruitment, selection, retention, and development of highly effective educational leaders from 

pre-service principal preparation through in-service school and district administrators in CCSD. 

The grant-funded activities increased: (a) the number of aspiring principals prepared to 

effectively engage in school improvement, (b) the participation of  NAESP trained mentors, 

previously trained through earlier GTLF funding, to provide support for aspiring and novice 

principals, (c) the perceived effectiveness of novice and experienced principals in school 
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improvement through professional development, and (d) the support and retention of novice and 

experienced principals through mentoring and co-mentoring. Additionally, CCSD now has three 

certified NAESP national trainers to further increase the number of effective coaches and 

mentors in the district.  

Although evidence points to positive outcomes, the Partnership should consider better 

and longer-term evaluation of how the activities sponsored in this GTLF grant contribute to: 1) 

the effectiveness of the aspiring and current school leaders in school improvement and 2) the 

volume and retention of school administrators in the district. Due to the short life of the UNLV 

EPL program, very few graduates have been elevated to principal or district administrator 

positions, although many have been placed in assistant principal or dean positions. In addition, as 

a pilot program the Problem of Practice Professional Learning Community (PP-PLC)  provided 

evidence of  impact but for a very small number of CCSD principals. More PP-PLC groups over 

a longer period of implementation with more quantitative and longitudinal evaluation data are 

needed to confirm that this partnership activity is efficient and effective in improving practices 

and retaining principals.  

BUDGET SUMMARY 

The Advancing Administrative Development (AAD) project was awarded $160,834.50. 

The funds were expended to support a partnership between UNLV and CCSD focused on the 

selection, retention, and development of highly effective educational leaders from pre-service 

principal preparation through in-service school and district administrators in partnership with 

the Clark County School District (CCSD). Specifically, funds were used to provide financial 

support and professional development for veteran principals who served as mentors and site-

based coaches for aspiring leaders enrolled in UNLV’s principal preparation program and for 
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novice CCSD principals. Funds were also expended to support UNLV faculty serving as the 

Principal Investigator and Co-Principal Investigators for activities related to the direction, 

oversight, and evaluation of the project. 

Description of Expenditures 

Purchase of Professional Services: Four non-CCSD site-based principals were 

contracted to support four UNLV students who were not employed by CCSD. Each of the 

four principals were paid $1,000 to support the field experiences for the four UNLV 

students.  

Professional Salaries:  The Principal Investigator and the Co-Principal Investigators were 

paid a total of $23,761.08.  A total of $3,761.08 was paid for fringe benefits for all professional 

salaries. The scope of work under this grant for all professional services included: collaboration 

with CCSD to select mentor principals; conducting meetings with site-based principal coaches; 

providing professional development to mentor principals and site-based principal coaches in the 

area of instructional leadership and school improvement; making all arrangements for mentor 

principal training provided by NAESP (including developing contracts, making travel 

arrangements, and arranging scheduling and facilities); facilitating meetings with mentor coaches 

and district leadership administrators as continued professional development and planning; 

recruiting aspiring administrators for the M.Ed. in Educational Policy and Leadership; 

collaborating with CCSD Leadership administration to assign cohort members to mentor 

principals; directing and oversight of aspiring administrators’ field experience; facilitating 

Problem of Practice Professional Learning (PP-PLC) meetings among novice and experience 

mentors; and administering pre- and post-evaluation instruments, analyzing data, and evaluating 

the project. 
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Other Operating Expenses: Supplies were purchased for basic partnership operation.  A 

total of $108 was spent on required supplies and software.  

CCSD Sub Award for Mentor Principals and Site-Based Coaches Stipends:  The Clark 

County School District expended $105,691.76 for stipends to mentors and site-based principals. 

The project paid stipends to 9 mentor principals working with 47 UNLV EPL aspiring 

administrators and to 17 CCSD site-based coaches engaged with 27 UNLV EPL aspiring 

principals. Mentor principals met monthly with UNLV aspiring leaders to provide guidance and 

to engage mentees in reflective practice to connect course-based learning with practice. The 

project also paid the 17 master mentors to provide eight training and mentoring sessions to 100 

UNLV and non-UNLV aspiring principals to prepare them to implement NEPF-SAS Standards 

and to orient them to the CCSD culture and procedures. Site-based coaches provided support and 

assistance for UNLV EPL aspiring leaders’ year-long field experiences conducted at their 

buildings. Finally, the project provided stipends to 5 CCSD principals that participated in the 

Problem of Practice pilot mentoring program.  

Total Expenditures: $ 133,560.84  
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APPENDIX B 

National Association of Elementary School Principals Mentor Competencies 

And Principal Standards  
 

SCHOOL LEADERSHIP MENTOR COMPETENCIES 

Competency One: An effective mentor sets high expectations for self-development in 

high quality professional growth opportunities. 

Strategies: 

Demonstrates adult learning practices through professional growth activities  

Practices professional learning that increases mentor effectiveness 

Competency Two: An effective mentor has knowledge of and utilizes mentoring and 

coaching best practices. 

Strategies: 

Utilizes effective oral and written communication skills 

Applies effective listening skills and provides constructive feedback  

Communicates a clear vision 

Understands and practices adult learning theory 

Competency Three: An effective mentor is active in instructional leadership.  

Strategies: 

Is grounded in national, state, and local student common core curriculum and professional 

standards for principals 

Focuses on new principals growth in applying skills as an instructional leader resulting in 

school 

improvement and student achievement 
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Takes a leadership role in the development and study of professional practice 

Competency Four: An effective mentor respects confidentiality and a code of ethics in 

the mentor-protégé relationship. 

Strategies: 

Demonstrates a confidential and trusting environment 

Encourages open and reflective conversations in collaboration with protégé 

Competency Five: An effective mentor contributes to the body of knowledge as it pertains 

to principal and administrative mentoring. 

Strategies: 

Conducts action research in collaboration with protégé through a growth model  

Utilizes assessment information to adjust the mentoring process as needed Maintains a reflection 

portfolio for self and encourages the protégé to do the same 

Competency Six: An effective mentor fosters a culture that promotes formal and informal  

mentoring relationships. 

Strategies: 

Engages in professional outreach activities which include the use of technology and networking 

to endorse the sustainability of mentor programming for school leaders 

Acknowledges and supports the need for mentoring and coaching throughout the career  

continuum
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NAESP PRINCIPAL STANDARDS 

Standard One: Lead schools in a way that places student and adult learning at the center. 

Stay informed of the continually changing context for teaching and learning. Embody learner-

centered leadership. 

Capitalize on the leadership skills of others. 

Align operations to support student, adult and school learning needs. 

Advocate for efforts to ensure that policies are aligned to effective teaching and learning. 

Standard Two: Set high expectations and standards for the academic, social, emotional and 

physical development of all students. 

Build a consensus on a vision that reflects the core of the school community.  

Value and use diversity to enhance the learning of the entire school community.  

Broaden the framework for child development beyond academics. 

Develop a learning culture that is adaptive, collaborative, innovative and supportive. 

Standard Three: Demand content and instruction that ensure student achievement of agreed-upon 

standards. 

Ensure alignment of curriculum with district and school goals, standards, assessments and 

resources. 

Invest in a technology-rich culture that connects learning to the global society.  

Hire, retain and support high-quality teachers. 

Ensure rigorous, relevant and appropriate instruction for all students 

 Standard Four: Create a culture of continuous learning for adults tied to student learning and other 

school goals. 

Invest in comprehensive professional development for all adults to support student learning.  
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Align the school wide professional development plan with school and learning goals. 

Encourage adults to broaden networks to bring new knowledge and resources to learning 

environments. 

Provide time, structures and opportunities for adults to plan, work, reflect and celebrate 

together to improve practice. 

Standard Five: Manage data and knowledge to inform decisions and measure progress of student, 

adult and school performance. 

Make performance data a primary driver for school improvement.  

Measure student, adult and school performance using a variety of data. 

Build the capacity of adults and students to use knowledge effectively to make decisions.  

Benchmark high-achieving schools with comparable demographics. 

Make results transparent to the entire school community. 

Standard Six: Actively engage the community to create shared responsibility for student 

performance and development. 

Engage parents, families and the community to build relationships that support improved 

performance. 

Serve as civic leaders who regularly engage with numerous stakeholders to support students, 

families and schools in more effective ways. 

Shape partnerships to ensure multiple learning opportunities for students, in and out of school. 

Market the school’s distinctive learning environment and results to inform parents’ choices of 

options that best fit their children’s needs. 

Advocate for high-quality education for every student. 
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APPENDIX C 

Pre-service Administrators Cohort IV 

Pre-Service Administrators  Gender  Ethnicity  School Level 

1    F   White    MS 

2    M   African American  ES 

3    F   Asian    ES 

4    F   White    ES 

5    M   White    HS 

6    F   White    ES 

7    F   White    ES 

8    F   African American  ES 

9    F   White    MS 

10    M   White    MS 

11    F   Asian    HS 

12    F   Asian    ES 

13    F   White    MS 

14    F   White    ES 

15    F   White    ES 

16    M   Hispanic   ES 

17    M   White    MS 

18    M   Asian    ES 

19    M   White    HS 

20    F   White    ES 

21    F   Hispanic   HS 
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APPENDIX D 

Pre-service Administrators Cohort V 

Pre-Service Administrators  Gender  Ethnicity  School Level 

1    M   White    MS 

2    F   Hispanic            ES 

3    F   White    ES 

4    F   White    ES 

5    F   African American  ES 

6    F   White    ES 

7    M   White    MS 

8    M   White                 ES 

9    F   White    MS 

10    F   White    HS 

11    M   African American  ES 
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APPENDIX E 

Pre-service Administrators Cohort VI 

Pre-Service Administrators  Gender  Ethnicity  School Level 

1    F   White    ES 

2    F   White                 ES 

3    F   Hispanic   ES 

4    F   Asian    ES 

5    F   White    ES 

6    M   White    HS 

7    M   White    HS 

8    F   White                            ES 

9    M   White    HS 

10    F   White    ES 

11    F   White    MS 

12    F   White    ES 

13    F   White    ES 

14    F   White    ES 

15    M   White    MS 

16    F   White      ES 
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APPENDIX F 

Pre-service Administrators Evaluation of Effectiveness Related to the NEPF-SAA  

NEPF-SAA Instructional Domain Participation Mean 
Score 

Confidence Mean 
Score 

Standard 1:  Creating and Sustaining a Focus 
on Learning 

2.78 3.12 

Standard 2:  Creating and Sustaining a Culture 
of Continuous Improvement 

3.80 3.80 

Standard 3: Creating and Sustaining Productive 
Relationships 

3.60 3.34 

Standard 4: Creating and Sustaining Structures 
to Support an Effective School 

3.22 3.22 

Total Mean 3.34 3.35 

NEPF-SAA Professional Responsibility 
Domains 

Blank cell Blank cell 

Standard 1:  Manages Human Capital 
(Effectively Manages the teachers employed) 

2.84 3.78 

Standard 2:  Self-Reflection and Professional 
Growth 

3.38 3.54 

Standard 3:  Professional Obligations 3.71 3.50 

Standard 4:  Family and Community 
Engagement 

2.49 3.45 

Total Mean 3.10 3.45 
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APPENDIX G 

Site-based Principal Coach Evaluation of EPL Student Ability to Engage in the NEPF-SAA  

NEPF-SAA Instructional Domain Ability to Engage 

Standard 1:  Creating and Sustaining a Focus on Learning 3.46 

Standard 2:  Creating and Sustaining a Culture of Continuous 
Improvement 

3.30 

Standard 3: Creating and Sustaining Productive Relationships 3.26 

Standard 4: Creating and Sustaining Structures to Support an 
Effective School 

2.92 

Total Mean 3.23 

NEPF-SAA Professional Responsibility Domains Blank cell 

Standard 1:  Manages Human Capital (Effectively Manages 
the teachers employed) 

2.87 

Standard 2:  Self-Reflection and Professional Growth 3.37 

Standard 3:  Professional Obligations 3.32 

Standard 4:  Family and Community Engagement 2.71 

Total Mean 3.06 
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APPENDIX H 

Problem of Practice Participants Final Questionnaire June 2019 

1 – Strongly Disagree     2 – Disagree    3 – Agree     4 – Strongly Agree 

Questions Mean 
Score 

The feedback received from members of the Co-Mentoring Problem of Practice PLC 
helped me clarify my problem of practice. 

3.75 

The feedback received from members of the Co-Mentoring Problem of Practice PLC 
improved my skills in school improvement planning. 

3.75 

The interactions with the members of the Co-Mentoring Problem of Practice PLC helped 
me feel more confident with the school improvement process. 

3.75 

The feedback received from members of the Co-Mentoring Problem of Practice PLC 
helped me strengthen the implementation of my school improvement plan. 

3.75 

Student outcomes improved as a result of participating in the year-long Co-Mentoring 
Problem of Practice PLC. 

3.75 

I will contact members of the Co-Mentoring Problem of Practice PLC for professional 
advice in the future. 

3.50 

I will contact members of the Co-Mentoring Problem of Practice PLC for personal 
support in the future. 

3.50 

I would recommend the Co-Mentoring Problem of Practice PLC to new/novice 
principals. 

3.75 

I would recommend the Co-Mentoring Problem of Practice PLC to experienced principals. 3.75 

Total Mean 3.70 
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