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Introduction 
 
Pennsylvania is among the states with the highest number of conventional and alternative 
teacher preparation programs, and in a typical year produces more teachers, particularly at the 
K-4 level, than there are available positions. However, Pennsylvania still struggles to ensure that 
there is a qualified and effective teacher in every public school classroom. This problem is a 
national problem, not unique to Pennsylvania. The primary reason cited is that up to 40-50% of 
new teachers leave the profession within the first five years (Smith and Ingersoll, 2004). Initial 
teacher preparation in Pennsylvania is primarily the responsibility of public and private higher 
education institutions and occurs at both the undergraduate and graduate levels. 
Unfortunately, once a teacher leaves the higher education institution and graduates with a 
BSEd or MEd degree, passes licensure exams and achieves state certification, higher education 
responsibility for teacher development ceases and schools/districts become responsible for the 
transition of newly certificated teachers, or induction, into the profession.  

Teacher Induction Programs are now a required element in School Improvement Plans under 
the newly signed Every Child Succeed Act (ESSA, 2016). Although Pennsylvania appears to 
recognize that induction is an important part of teacher development as reflected in the 
Pennsylvania School Code and Pennsylvania Department of Education (PDE) Educator Induction 
Plan Guidelines, these documents stop short of following well-documented best practices for 
teacher induction (New Teacher Center, 2016). Furthermore, many induction programs 
proposed by Pennsylvania school districts for approval by PDE are not robust enough to provide 
the support needed by new teachers. The result is that many new teachers feel overwhelmed, 
isolated, and unsupported. “Those challenges, coupled with professional isolation, can cause 
even well-prepared new teachers to despair” (Stoubaugh and Houchens, 2014). By making 
minor changes in the PA School Code and enhancing the PDE Educator Induction Plan 
Guidelines, District Induction Plans will 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. 

 

A review of 22 PA Code §49.16 Approval of Induction Plans 

The following table includes text that was extracted from the PA Code verbatim. Highlighting 
shows where recommended changes should be considered. Recommended changes to the 
above PA Code center on multi-year induction programs rather than “first-year teachers”, and 
also that PDE require a minimum set of activities rather than  “establish guidelines” for school 
improvement plans. 

In 2016, the New Teacher Center completed a comprehensive study of states’ policies on 
induction programs for new teachers. Although Pennsylvania is acknowledged for requiring that 
each district submit a Plan for an Induction Program, in PA induction plans are not required to 
be multiyear, and although the PDE is required to approve Induction Plans, PDE offers only 
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guidelines and not minimum requirements that align with best practices. In order to affect 
change in the PDE Guidelines, the following changes to 22 PA Code 49.16 are recommended. 

 

§ 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. The induction plan shall be submitted as part of the school 
entity’s strategic plan every 6 years as required by Chapter 4 (relating to academic standards 
and assessments). The induction plan shall be prepared by teacher or educational specialist 
representatives, or both, chosen by teachers and educational specialists and administrative 
representatives chosen by the administrative personnel of the school entity. Newly employed 
professional personnel with prior school teaching experience may be required by the school 
entity to participate in an induction program. 
(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. 
 

 

These changes will allow the PDE to reconsider its guidelines, set minimum requirements, and 
follow best practices for teacher induction. 

 

Recommendations for changes to the PDE Educator Induction Plan Guidelines (2013) 

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) 

To support beginning teachers, most districts offer some form of teacher induction or 
mentoring, but they 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). We 
refer to this usual level of induction support as informal or low-intensity teacher induction, 
which may include pairing each new teacher with another full-time teacher for a year or less 
without providing training, supplemental materials, or release time for the induction to occur 
(USDOE). The following recommendations address these criticisms and position Pennsylvania 
School Districts to better address the needs of new teachers and keep effective and high quality 
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educators in PA public school classrooms.  [A summary of the recommendations can be found 
at the end of this document.] 

 

Recommendation #1:   
Lengthen the required induction program for new teachers from one to three years 
 
Current: The PDE Educator Induction Program Guidelines (hereafter, “the Guidelines”) currently 
state that, “The length of the induction program must be a minimum of one school year: 
however, the school entity may choose a longer period.”  
 
Recommended Change: The length of the induction program should be changed to a minimum 
of three school years. The policy that school entities may select a longer period would be 
maintained.  
 

Rationale:  A “highly qualified teacher” is certainly a good starting point, but most of us would 
want our child to have a highly effective teacher whose teaching effort yields high rates of 
student learning. With so much to be done in a teacher’s first year of teaching, a longer 
induction plan for new teachers is important to help them become a highly effective teacher 
and reduce teacher turnover.  
 

“Preparing for Success” (Stobaugh and Houchens, 2014) stated that teacher induction 
programs are often viewed through three lenses. First, the induction plan can concentrate on 
classroom management practices and beginning school routines (Ingersoll & Smith, 2004).  
Induction research confirms that introducing new teachers to their school’s procedures and 
policies, showing them teacher materials and resources, demonstrating strategies for planning 
instruction and providing school specific orientations produce positive outcomes (Algozzine, 
Gretes, Queen and Cowan-Hathcock, 2007).  Second, induction can be viewed as a 
socialization process that helps new teachers adapt to the school culture by promoting 
collegial relationships that can support them during times of need (Kelchtermans & Ballet, 
2002).  Schools and districts can generate positive results by helping new teachers feel as 
though they are part of the teaching community, providing mentors for them, and offering to 
help address their needs (Algozzine, Gretes, Queen and Cowan-Hathcock, 2007). Finally, 
induction programs can be designed as wide-ranging systems of intensive support and 
professional development for new teachers that last from one to three years (Alliance for 
Excellent Educaiton, 2005). 
 

A school district from Simpson County (KY) developed a Teacher Quality Initiative, where 
teachers in their second, third and fourth years of experience continue to receive mentoring, 
feedback and support from a trained mentor teacher.  The superintendent, Jim Flynn stated, 
“Research indicates that the greatest growth years for teachers are in the first five years of 
service.” 

-------------------------------------------------------------------------------------------------- 
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Recommendation #2: 
Require induction programs to include representations from higher education institutions  
 
Current: The Guidelines currently read, “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.   
 
Recommended Change:  We recommend that teacher induction programs be required to 
include representatives from higher education institutions.  The Guidelines should be changed 
from “may” to “must”.  
 
Rationale: In order to promote continuity from their undergraduate program to their first few 
years of teaching and to deliver a common set of experiences for all participants, collaboration 
and communication is essential between the school district’s teacher induction committee and 
educational faculty at the higher education level.   By having higher education faculty serving on 
the teacher induction committee, this will enable long-term support and growth for the 
inductee and the teacher induction program from both levels.  As a result, this will help to 
determine the quality and effectiveness of the program as well as help in the retention rates of 
beginning teachers. 
 

The Georgia Department of Education includes in its Teacher Induction Guidance document 
that “the Teacher Induction Support Team is comprised of the immediate supervisor, a mentor, 
and external support representatives (i.e., faculty in higher education, regional educational 
service agency or Intermediate Units, or district specialists) (2012, Georgia Department of 
Education).  Additionally, this document includes the roles and responsibilities of higher 
education, which includes the required component of “Collaborate with school districts to 
design, support, and enhance the induction process.”  (2012, Georgia Department of Education)  
Similarly, the 2016 Review of State Policies on New Educator Induction provides comprehensive 
summaries for all 50 states.  Included in the state of Oklahoma document provided in the 2016 
Review, “the state law defines the teacher induction committee as “a committee in a school 
district for the purpose of providing professional support, mentorship and coaching to the new 
teacher.  The committee consists of mentor teachers, principals of the employing school, 
administrators designated by the school district board of education, teacher educator in a 
college or school of education of an institution of higher education…..” (2016, New Teacher 
Center) 
 
 
 
 

-------------------------------------------------------------------------------------------------- 
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Recommendation #3:  
Change the criteria for selection of mentors and types of support provided by mentors 
 
A) Criteria for Selection of Mentors 
 
Current: Drawing upon Pa. Code §49.16, the PDE Guidelines direct each individual education 
induction committee to determine the criteria according to which mentors will be selected for 
their programs. The Guidelines provide a list of “recommended” criteria. 
 
Recommended Change: We first propose that the wording in the Guidelines be changed from 
“recommended” criteria to “required” criteria. Second, we advise that the following criteria be 
added to the list of required criteria for mentors: a) the mentor must have a minimum of five 
years of teaching experience; b) have attained Instructional II Level Certification; and c) have 
completed no less than fifteen (15) hours of professional development training prior to serving 
as a mentor teacher. Third, we propose a clarification be added to the criteria that mentors 
show evidence of “teaching excellence” (the second “bullet” item in the existing list of 
recommended criteria). We propose that this evidence be displayed through the mentor’s 
attainment of a proficient and/or distinguished rating in each of the four domains of the 
Danielson Framework used in the Educator Effectiveness Evaluation. 
 
Rationale: The effectiveness of the teacher induction program hinges to a large degree upon 
the selection of a quality mentor for each beginning teacher. The Guidelines provide a list of 
“recommended” criteria; however, this level of choice may lead to great variability in the 
quality of mentors selected to work with beginning teachers across the Commonwealth. We 
recommend stronger wording and additional selection criteria in order to promote greater 
standardization in the expectations for the selection of mentors. These recommendations are in 
line with those suggested by the New Teacher Center in its Policy Paper, “Review of State 
Policies on Teacher Induction” (February, 2012) as well as educational researchers (e.g. Carver 
and Feiman-Nemser, 2009 and Hoover, 2010). 
 
 
b) TYPES OF SUPPORT PROVIDED BY MENTORS 
 
Current: The PDE Guidelines provide a list of the types of support that mentor teachers provide 
to inductees.  These types of support are categorized according to the following categories: 
instructional, professional, and personal. Each of these categories contains a “bulleted” list of 
several items. 
 
Recommended Change: First, we suggest that stronger wording be added to communicate that 
mentors should be providing all of the information in the “bulleted” list and not only whichever 
they may choose. Currently, the guidelines read, “Instructional support such as…..”; 
“Professional support such as…”; and “Personal support such as…”  We recommend that “such 
as” be replaced by “including, but not limited to the following…”.  In addition, we highly 
recommend that the following types of information be added to the lists of support: 
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a) Parent communication (professional) 
b) Collective bargaining strategies (professional) 
c) Time management (professional/personal) 
d) Effective planning strategies (instructional) 

 
Rationale: We believe that the current wording implies to the reader that the types of support 
listed are optional and that mentors may choose which types of support to provide and which 
to exclude. We recommend the stronger wording in order to promote greater consistency in 
the types of support expected of faculty mentors.  We recommend the inclusion of the four 
“bulleted” items above in the list of the types of support because, based on our experience, we 
believe that this information is extremely important to the beginning teacher and any faculty 
member new to a district.   
 
 

-------------------------------------------------------------------------------------------------- 
 
 
Recommendation #4: 
Specify number of observations to be completed by inductee  
 
Current: In the section on responsibilities of the inductee, the Guidelines provide the following 
imprecise suggestion: “Inductee responsibilities include scheduling observation of experienced 
teachers at work”.   
 
Recommendation of change: Inductee will observe experienced teachers four times a year, 
(one per marking period with at least one in their content area). 
 
Rationale:  Learning from other teachers is an important means of professional development.  
A good teacher is always becoming a better teacher. One of the most powerful ways to do this 
is to observe other teachers.  Inductees should observe teachers who teach in the same grade 
level or subject area when possible.  They should look to learn from experienced teachers but 
also one can learn from teachers with “less than perfect practice”.    New teachers can use the 
practice of observation to learn more about particular instructional styles, appropriate 
classroom management techniques that maximize instructional time, organize physical space, 
designing methods of student assessment, using questioning and discussion techniques, ways 
to engage students in learning, and establishing a culture for learning.  It is very difficult for a 
new teacher to learn these components of effective teaching on their own.   
 
 
 

-------------------------------------------------------------------------------------------------- 
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Recommendation #5: 
Principals 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).  
 
Recommended change:  We recommend involving principals more directly in supporting 
mentors and teacher inductees.  For example, one of the tangible ways in which principals can 
support the program is by providing mentor-mentee contact time of no less than one hour per 
week. 
 
Rationale: 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. They are also more likely to approve release time. By working collaboratively, 
principals, mentees and mentors can create professional learning communities where all of the 
stakeholders benefit (especially the students). 
 
 

-------------------------------------------------------------------------------------------------- 
 
 
Recommendation #6: 
Add a training program for mentors 
 
Current: Among the suggested criteria for selecting mentors, the Guidelines recommend 
individuals who have completed mentor training.  However, the Guidelines do not require that 
mentors complete a training program in order to serve in this important capacity.  
 
The Guidelines currently state:  

“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.” 
 

Recommended change: The Guidelines should make the completion of a mentor training 
program a requirement for those serving as mentors.   
 

Rationale: Mentoring new teachers is complex and demanding work and requires a 
specific set of knowledge, skills and dispositions.  To become effective teachers of 
teachers, teachers need focused preparation, on-going professional development and a 
community of practice focused on the complexities of accelerating new teachers’ practice, 
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and opportunities to engage in formative assessment to advance their own effectiveness.   
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 #7:   
Align Guidelines with Teacher Evaluation System 
 
Current:  The Guidelines currently provide a list of recommended competencies that should be 
addressed in induction programs, but this list does not include the new framework that has 
been adopted for teacher evaluation. The competencies are identified in the following excerpt 
from the Guidelines: 

“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.” 

 
Recommended Change:  We recommend that the Guidelines be revised to align with the 
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.  The focus for new 
teachers should be on Danielson Domains 1, 2, and 3 [see table]. 
 
Rationale:  The competencies presently listed in the Guidelines 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). 
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Danielson Framework 
 

 
 
 

-------------------------------------------------------------------------------------------------- 
 
Recommendation #8: 
Provide dedicated funding for induction programs 
 
Current: The current funding process for teacher induction programs places the responsibility 
on local school entities. 
 
Recommended change:  The state should provide some financial assistance to school districts 
to subsidize teacher induction programs.  
 
Rationale: 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.  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.” 

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 
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This report conveys the importance of the state’s central role in regulating quality induction 
requirements.  Associated costs with good induction plans that are consistent and 
effective during the initial stages of teacher certification can be substantial.  It would be optimal 
that districts receive dedicated funding that is equitable.  This would provide a strong 
foundation for districts.  The state should not hold the entire burden of funding.  The Colorado 
report recommends the following; “A combination of state, federal and local resources can help 
take a program from good to great. 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.”   
 

-------------------------------------------------------------------------------------------------- 
 
 
Recommendation #9: 
Require a portfolio as a culminating project for inductees 
 
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. 
 
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 
 
Pennsylvania has long had a strong commitment to preparing high quality future teachers. The 
commonwealth hosts more than 90 programs affiliated with institutions of higher education as 
well as some nontraditional routes to certification. Despite this commitment, Pennsylvania 
struggles like all states across the nation to ensure that EVERY classroom has a highly qualified 
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and effective teacher. One reason this challenge persists, despite our myriad teacher 
preparation programs, many highly regarded, is that many new teachers leave the profession 
within the first five years of their career. This attrition can be explained in part by the strong 
feelings of isolation and of being overwhelmed as new teachers try to meet the needs of all 
children in their classrooms and demonstrate their learning with little to no ongoing and 
systematic support.  This paper has presented a series of recommendations that will reshape 
teacher induction in order to provide better support to new teachers. See Summary below. If 
better support is made available to new teachers through induction programs developed based 
on best practices, perhaps many talented teachers will persist and succeed in the profession; 
thereby creating more promising conditions to meet the goal of providing every classroom with 
a highly qualified and effective teacher. 

 
 

 
Summary of Proposed Changes for Teacher Induction in PA 

 
 

Changes to the Legislative Code (22 PA Code 49.16): 
 

1. Expand required induction programs from a one to three years. 
2. Set minimum requirements instead of recommended components of an induction 

program. 
 

Changes to the PDE Educator Induction Plan Guidelines (dated September 2013) 
 

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 
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