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• https://www.youtube.com/watch?v=rOWSM2rokdw 

 

 

 

https://www.youtube.com/watch?v=rOWSM2rokdw


Definition of: 
  - “highly qualified” teacher 
 - “highly effective” teacher 

Highly qualified teachers  are 
those individuals who have 
fulfilled the requirements set by 
the Pa Department of Education 
for teacher certification. 

Highly effective teachers are 
those individuals who are the 
most successful in helping 
students learn. 



Teacher Induction: 
The challenge and focus for our team 
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Building a Teaching Workforce 

• 93+ Educator Preparation programs in PA 

• Annual Oversupply of Educators Prepared, especially at K-4 
level 

• PA still struggles to maintain a highly qualified and highly 
effective teacher in every classroom 

  

Why? 
 

Up to 40-50% of new teachers leave the profession within the 

first five years (Ingersoll and Strong, 2011).  

 



“How we treat the least experienced among 
us is a reflection of how we feel about 

ourselves as a profession.  
The importance given to induction is a 

barometer of our professional self-esteem.”  
 
 
 (Newton et al, 1998, 5-11) 

 



Why are new teachers leaving 
the profession? 

• Most new teachers feel overwhelmed, isolated, and 
unsupported at some point in their early years 

• Districts often provide a limited set of services in 
response to an unfunded state mandate and with 
modest local resources (Berry et al. 2002; Smith and 
Ingersoll 2004, USDOE, 2014).  

• Informal or low-intensity teacher induction 
• Pairing first-year teacher with another full-time teacher for a 

year or less  

• No training, supplemental materials, or release time for the 
induction to occur 

 



What’s the solution? 

1. Make minor changes in the PA School Code  

2. Enhance the PDE Educator Induction Plan 
Guidelines 

 

 

This will encourage District Induction Plans to better address the 
needs of new teachers as they transition from student teacher 
to professional educator yielding much lower attrition rates, and 
much higher quality and effectiveness of new and veteran 
teachers in every public school classroom. 



Required Changes in PA Code 

§ 49.16. Approval of induction plans. 
 

a) Each school entity shall submit to the Department for approval a plan for the 

induction experience for first-year teachers and educational specialists in their 

first three years of professional service (including teachers in prekindergarten 

programs, when offered). The plan should also address support for long-term 

substitutes who are hired for a position for 45 days or more, and educational 

specialists. […] 

b) The Department will establish guidelines set minimum requirements and will 

review for approval induction plans submitted by school entities. 

c) The induction plan shall reflect a mentor relationship between the first-year 

teacher, long-term substitute or educational specialist, teacher educator and 

the induction team. 

d) Criteria for approval of the induction plans will be established by the Secretary 

in consultation with the Board and must include induction activities that focus 

on teaching diverse learners in inclusive settings. 



Recommendations for 
the Educator Induction 
Plan Guidelines (EIPG) 



 
 
 
 
 
Current:  EIPG state: “The length of the induction program must be a 
minimum of one school year; however, the  school entity may choose a 
longer period.  The regulations require that induction plans be updated 
every six years.” 
 

Rationale: 
-so much for new teachers to learn with orientation to the school and the 
school district 
-more time to become highly effective teacher and reduce teacher 
turnover 
-more time to work with a mentor and feel competent and confident in 
their teaching 

Recommendation #1: 

Lengthen the required induction program from one year to a 
minimum of three years and require the completion of a three-
year induction program for moving from Level I to Level II 
permanent certification.  



Recommendation #2: 
Require induction programs to include representations from higher 
education. 

Current:  EPIG states “Higher education teacher preparation programs 
“may” be represented on the educator induction committee to enable 
colleges/universities to meet the requirement of providing ongoing 
support for novice educators in partnership with local education 
agencies during their induction period, including observation, 
consultation and assessment (22 Pa. Code 49.14(4)(ix)2. 

 
Rationale: 
-promote continuity for their undergraduate program to their first few years 
of teaching 
-deliver a common set of experiences for all participants 
- enable long-term support and growth for the inductee 
-this support will help in retention of new teachers 
 

 



Recommendation #3a 
Change the  criteria for selection of mentors to  required criteria. 

Current: 

•Each individual induction committee determines the criteria for mentor 
selection. 

•Guidelines provide “recommended” criteria 

 

Proposed Change: 
Change wording from “recommended” to “required” 
Add the following as required criteria: 

(1) the mentor must have a minimum of five years of teaching experience;  

(2) have attained Instructional II Level Certification; 

(3) have completed no less than fifteen (15) hours of professional development training 

prior to serving as a mentor teacher 
Add that mentors show evidence of “teaching excellence” 
 
Define “evidence of teaching excellence” as “Proficient” or “Exemplary” rating in each of the 
four domains used in the Educator Effectiveness Evaluation.  

 



Recommendation #3b: 
Expand the types of support provided by mentors. 

Current 3b:   

•The Guidelines provide a list of the types of support that mentor 
teachers can provide to inductees (instructional, professional, and 
personal). 

 
 Proposed Change: 

Stronger wording – change “such as” to 
 “including, but not limited to…” 
Add the following to the list of types of support: 

Parent communication (professional) 
Collective bargaining strategies (professional) 
Time management (professional/personal) 
Effective planning strategies (instructional) 
 
-- Current wording implies that the types of support listed are optional and that  
    mentors may choose which types of support to provide and which to exclude. 
-- Include the four items above to promote greater consistency in types of support 
    expected of faculty mentors. 

 



 
 

Recommendation #4: 
The inductee will observe experienced teachers four times a year, (one 
per marking period) with at least one observation being in their content 
area. 
 
 Current: 

EIPG states “Inductee responsibilities include scheduling observation 
of experienced teachers at work.” 

 

 Rationale: 
Learning from other teachers is an important means of professional development 
observe in same grade level and subject area. 
Use practice of observation to learn: 
 -particular instructional styles 
 -appropriate classroom management techniques 
 -organize physical space 
 -designing methods of student assessment 
 -using questioning and discussion techniques 
 -ways to engage students in learning  
 -establishing a culture for learning 



Recommendation #5:   
Principal should provide support for the teacher induction program. 

Current:   

The Guidelines do not presently require release time for mentor 
teachers.  In addition, the Guidelines provide a rather limited role for 
the principal regarding the teacher induction program (code of 
conduct).  

 
 

 

 

Rationale: ((Barlin, Education week, 3/29/16)  

•Confidentiality with their new mentors can support the principal’s 
understanding of effective observation and coaching strategies.  
 
•The mentor and the principal, working together, can also discuss and implement 
other induction-related activities that help the school advance teacher growth.  
 
•When mentoring programs thrive, schools systems are also more likely to 
develop a comprehensive vision for assessing and supporting instructional 
excellence and to reconfigure their evaluation and tenure structures around that 
vision. 



• If the teacher mentor has a comfortable working relationship 
with the principal, issues can be addressed without divulging 
confidential information.  

• Mentors, mentees and teachers need time to work together 
and collaborate.  

• When principals understand the goals of the induction 
program, they're more likely to support teacher/mentor and 
collaborative grade level meetings and less likely to schedule 
conflicting activities.  

• By working collaboratively, principals, mentees  and mentors 
can create professional learning communities where all of the 
stakeholders benefit (especially the students). 

 

Recommendation #5: (Cont’d) 



Current: 
EIPG state: “Mentors are those educators recognized for 
instructional leadership and their ability to work collaboratively on 
development of job-embedded knowledge and skills.”  “Chapter 
49 requires a mentor relationship between the inductee and the 
educator  induction team. The educator induction committee 
should determine the criteria for mentor selection (see 22 PA. 
Code 49.16). Recommended criteria are: … Mentor Training or 
previous experience.” 
 

Rationale: 
• Mentoring new teachers is complex and demanding work and requires a specific set of 

knowledge, skills and dispositions. 

• Teachers need focused preparation, on-going professional development. 

• The quality of the mentors must demonstrate professionalism, vanguard thinking, 
excellence in practice, and a positive impact on student learning. (New Teacher Center, 
2012) 

Recommendation #6: 

The guidelines should make the completion of a mentor training 
program a requirement for those serving as mentors.  



Recommendation #7: 
Align the guidelines with Teacher Evaluation System.   
Develop more specific competencies . 

Current: 
“Induction plans should outline specific teacher competencies that will be taught, modeled, 
measured during the induction process. The competencies should include working knowledge of 
the Standards Aligned System and how to use the resources of PDE’s SAS web portal as a tool to 
develop lesson plans, locate appropriate materials and resources, deliver instruction, construct 
assessments and support struggling students.  The plan should be aligned with district goals, 
students’ needs and include induction activities that focus on teaching diverse learners in least 
restrictive environments.” 

 Proposed Changes: 
•Align with domains of Danielson’s framework and the PA Teacher Evaluation 
system 
•At the completion of the induction program, teachers should score at the 
“Proficient” level 3  (Danielson Rubric) 
•Focus for new teachers should be on Danielson Domains 1, 2,  and 3 
 
Rationale 
Competencies are loosely defined and do not align with the teacher evaluation 
system which is based on the Charlotte Danielson Framework 
Most new teachers struggle with their practice in the areas of classroom 
management (Domain 2)and using student assessment data to make 
instructional decisions (Domains 1 and 3). 

 

https://www.danielsongroup.org/framework/


Danielson Domains 
Domain 1 Planning and Preparation 
 

1a Demonstrating Knowledge of 
Content and Pedagogy 
1b Demonstrating Knowledge of 
Students 
1c Setting Instructional Outcomes 
1d Demonstrating Knowledge of 
Resources 
1e Designing Coherent Instruction 
1f Designing Student Assessments 
 

Domain 2 Classroom Environment 
 

2a Creating an Environment of Respect 
and Rapport 
2b Establishing a Culture for Learning 
2c Managing Classroom Procedures 
2d Managing Student Behavior 
2e Organizing Physical Space 

 

Domain 3 Instruction 
 

3a Communicating with Students 
3b Using Questioning and Discussion 
Techniques 
3c Engaging Students in Learning 
3d Using Assessment in Instruction 
3e Demonstrating Flexibility and 
Responsiveness 

 

Domain 4 Professional Responsibilities 
 

4a Reflecting on Teaching 
4b Maintaining Accurate Records 
4c Communicating with Families 
4d Participating in the Professional 
Community 
4e Growing and Developing 
Professionally 
4f Showing Professionalism 

 



 

Current: 
•The current funding process for teacher induction returns the responsibility to local 
autonomy.  It is a well known fact that the funding formula is inequitable from 
district to district.  This renders inconsistent results.  Some states have dedicated 
funding for induction programs, providing regulated, consistent and equitable 
induction.  In 2013, the New Teacher Center provided a valuable report that included 
some universal data on induction plans and mentoring. 
 

Recommendation #8 
Recommend dedicated funding for 
induction programs 

Rationale: (As indicated in the New Teacher Center final report Increasing the Effectiveness of 
Education Induction Plans in Colorado)((*a report to the Colorado Department of Education and the 
Colorado State board of Education 2013) 

•“Funding is a key strategy for states to establish new teacher development 
as an educational priority. “  
 
•This report conveys the importance of the state’s central role in regulating 
quality induction requirements.  
  
•It would be optimal that districts receive dedicated funding that is 
equitable.    
 
•The Colorado report recommends the following; “Research shows that it is 
an investment worth making. A 2007 analysis determined that the return on 
investment of a teacher induction program after five years was $1.66 for 
every dollar spent.”   
 



 

*Colorado Report best practice research: 

 

•High-quality induction is a productive investment.   

•The reduced turnover itself is a cost savings that provides balance in 
the investment.   

•Higher retention rates directly correlates to effective teaching and 
positive building climate.   

•During the 2010-11 school year, 18 states provided dedicated funding 
for induction and mentoring. 

Recommendation #8 (Cont’d) 



   Current: The EIPG provides limited guidelines for 
   districts to document a new teacher’s participation 
   and completion of an induction program. Section 6 
   suggests that documentation should be required  
   and maintained, but the type of documentation is 
   not defined. 
 

  

 

 

 

Recommendation #9: 
Require a portfolio as a culminating project for inductees. 

Recommended change: A portfolio documenting the entire three year induction 
process should be used to facilitate communication between the mentor and 
inductee during mentoring sessions and as culminating product that can be 
formatively and summatively evaluated throughout the formal induction process.  

Rationale: The New Teacher Center (2016) recommends use of a portfolio as a 
best practice to mentors and inductees over time and to document the growth 
of new teachers. Furthermore, Nazareth School District has been using the 
portfolio as a tool for their induction program with extraordinarily positive 
outcomes for their new teacher hires.  NSD has provided an exemplary template 
for consideration. 
 



Summary of Proposed Changes – Legislative Changes 

Changes to 22 PA Code 49.16 

• Expand required induction programs from 1-3 years. 

• Set minimum requirements instead of recommended components of 
an induction program. 



 

1. Lengthen the required induction program for new teachers from one to 
three years. 

2. Require induction programs to include representations from higher 
education institutions  

3. Change the criteria for selection of mentors and types of support provided 
by mentors 

4. Specify number of observations to be completed by inductee 

5. Principals should provide support for the teacher induction program 

6. Add a training program for mentors 

7. Align Guidelines with Teacher Evaluation System 

8. Provide dedicated funding for induction programs 

9. Require a portfolio as a culminating project for inductees 

 

 

Summary of Proposed Changes – Changes to PDE 
Guidelines 




