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Survey/Focus Group Results



In September 2020, LDOE designed and administered a New Teacher Induction Survey 
across the state to target district and school site administrators to determine whether 
they currently have an induction program for new teachers, what the basic structure of 
the program entails, and their overall perceptions of program impact and outcome. 

The goal of this survey was to learn more about the current induction practices in 
order to support school systems in implementing or improving their supports for new 
teachers.

Induction Survey



Map of Survey Respondents

Survey respondents include 51 
staff from 37 Louisiana parishes.



Most respondents (82%) have an 
induction program within their 
school system. First year 
teachers (80%) are the most 
prevalent participants within 
induction programs represented 
by the survey. 

Survey Results

Professional development (80%), 
observations (67%), and 
mentoring (65%) are found within 
most respondents’ induction 
programs. However, technology 
training is identified by four (4) 
percent of respondents.

More than half (57%) of induction programs with mentors claim to pay 
them. The most prevalent methods are $250-$500 payments per 
semester or per year. Payments range from $25- $2,000+ with varying 
frequency, including per hour, month, semester, year, or teacher 
mentored. 

Respondents claim that 
teacher performance 
(75%), teacher retention 
(63%), and student 
performance (55%) have 
improved as a result of 
their teacher induction 
programs. However, less 
than half of respondents 
discuss improvements to 
teacher recruitment 
(37%). 

Most teacher induction programs 
include professional development 
sessions for curriculum (76%) or 
classroom management (76%). In 
contrast, anti-bias instruction is 
identified within 27 percent of 
induction programs represented 
within the survey. 



Availability and Participation in Programs



Program Elements

Professional Development (80%) is the most prevalent element of induction programs. Observations (67%) 
and Mentoring (65%) are other common elements within teacher induction programs. However, only 24 
percent of respondents note the inclusion of release time for mentoring. Of programs that include 
mentoring, most (57%) indicate that they pay their mentors.



What has Induction Improved

Three quarters (75%) of 
respondents indicate that teacher 
performance has improved as a 
result of their teacher induction 
programs. Most respondents also 
indicate improvements to teacher 
retention (63%) and student 
performance (55%). One third of 
the respondents (37%) indicate 
belief that teacher recruitment is 
improved by teacher induction 
programs.



Professional Development Topics



Focus Groups Key Findings (1/2)
• The intention behind current practice overlaps significantly with Hanover’s 

secondary research on implementing and managing teacher induction 
programs, but execution demonstrates room for growth.  NTIPs in Louisiana 
emphasize the critical importance of strong mentorship and multiple support 
structures.  However, because the staffing levels of mentors and coaches are not 
always adequate, some teachers receive insufficient time with mentors and 
coaches.  

• The primary components of new teacher induction programs are orientation 
and mentorship.  Orientation provides an overview of Human Resource (HR) 
topics as well as breakout sessions by grade, content area, and specialty.  Some 
districts further divide teachers by whether they are new to the profession versus 
new to the district and whether they have alternative certification.

• Teachers find induction programs to be extremely valuable.  New teachers 
depend on their mentors and instructional coaches to help them learn to manage 
their classrooms, lesson plan, and understand the curriculum.



Focus Groups Key Findings (2/2)

• New teachers prioritize mentorship over professional development.  While they appreciate 
districts’ efforts to provide professional development, they would prefer to use this time to 
prepare for class and meet with mentors.

• Not all districts have enough mentors and instructional coaches.  Some districts indicate 
challenges with resource allocation to meet staffing demands for their NTIP.  Additionally, 
some stakeholders are concerned that the rigor of BloomBoard exams required for 
mentor/coach certification further limits their ability to meet the demand for mentors and 
coaches. 

• District administrators indicate the need for systemic guidance from the state on best 
practices, development, and implementation. While there is considerable overlap in the 
overall structure of NTIPs, district administrators indicate a need for support on identifying 
and implementing best practices to bolster confidence in training teachers in a way that 
complies with state expectations.



Induction Begins With Orientation
Districts hold a 2-5 day orientation at the end of the summer, just prior to the beginning of the school year. The 
primary components of this training are:

Human Resources and General Information (Day 1)
• Salary & benefits
• Campus tour
• Security protocols
• Technology instruction (Google classroom, Zoom, accessing learning management systems)
• Professionalism (dress code, communication with parents)
• District values and culture
• Meet mentors and administrators

Curriculum and Pedagogy (Days 2-5)
• Breakouts into small groups based on grade level, content area, and specialization (e.g., SpEd)
• Work with mentors and instructional coaches to begin understanding curriculum
• Trainings with mentors on lesson planning, classroom management (including Compass rubric 

review), aligning teaching to standards, and setting goals for self
• Review of recent changes in best practices for teaching ELA and Math 



Mentorship is the Most Important Component of Induction

The core component of NTIPs, and the one teachers value most highly, 
is the mentor-mentee relationship.  Teachers receive mentorship both 
from a school-based mentor as well as an instructional coach. Mentors 
guide teachers based on their progress on teacher preparation 
competencies.

Teachers meet with mentors on a weekly or bi-weekly basis to receive 
feedback on mentor classroom observations, troubleshoot classroom 
problems, lesson plan, and review difficult components of the 
curriculum. 

Some mentors will model lessons in the classroom for their teachers 
and/or record videos of model lessons as part of their support of 
teachers.

Teachers value mentors not only because they promote professional 
growth, but they can also serve as a vessel for emotional support and 
a voice to the administration.  

“We're also able to use model 
lessons that are recorded for our 

struggling teachers, teachers who 
may need more modeling, who 

aren't necessarily able to get that 
modeling during the day from 

their mentor or from their coach, 
so those two tools have been very 

valuable for our district.”
-District Administrator 

“We're touching base. She's popping in 
my room. So it's a lot of one-on-one 
action. It's not necessarily a lot of 

professional development or anything 
like that. It's a lot of personal 

relationship building and then genuine 
in the classroom feedback, which has 

been amazing.”
-Teacher 



Many Teachers Find Induction to be Helpful

Additionally, teachers appreciate the opportunity 
to conduct peer observations both within their 
own school and at other schools in the district. 
This allows them not only the opportunity to see 
new teaching strategies but also the chance to 
form relationships with teachers at other schools, 
whom they can use as a resource.

Teachers as a whole feel they benefit tremendously from their participation in NTIPs.  Effective mentorship and 
feedback on classroom observations is consistently what they value most.  

Peer Observations Valued Mentorship Valued Over PD

Of note is that few teachers cite orientation or 
ongoing professional development as being helpful. 
While they appreciate the intent of socio-emotional 
learning and diversity equity and inclusion 
seminars, they feel that this takes time away from 
planning and meeting with mentors in the first 
year.

 “Because, honestly, you can go to a professional development and 
there's so much that you can soak in and they're helpful, but not 

until you can get to the basics of where you need help. And someone 
actually coming into the classroom and seeing that, I feel like that's 

where the real change and growth happens.”
-Teacher



Additionally, some districts have hired a 
lead instructional coach to provide 
mentorship both to other instructional 
coaches and school-based mentors.  

Districts incentivize teachers to become 
mentors by setting up a competitive 
application process (to enhance prestige), 
giving them a stipend (one district pays 
$3,000), and significant autonomy in how 
they facilitate mentorship.

Hours and Content Tracking

Administrators log mentor and coach time 
using software like Kick Up and Google 
sheets.  They track hours, type of activity 
(e.g., one-on-one meetings, observations), 
and the specific feedback given.  This helps 
ensure an even distribution of coaching 
time across teachers.

Financial Incentives and Prestige

Lead Instructional Coach

Mentors and coaches debrief with district 
administrators once every few weeks to see 
what their and teacher needs are and tailor 
professional development accordingly.

Periodic Debriefing

School Systems Support Induction Through Stipends, Online 
Tracking, and Other Means



National Research



Comprehensive teacher induction requires schoolwide strategies to foster a community of 
practices and create conditions for effective teaching and learning in addition to the direct 
work of principals, mentors, and colleagues with new teachers. The New Teacher Center 
(NTC), a nonprofit organization focused on improving supports for early career teachers, 
identifies the following essential elements of comprehensive teacher induction: 

• Capable Instructional Mentors
• Effective Principals
• Multiple Support Structures
• Strong Program Leaders
• Program Evaluation

Essential Elements of an Effective Induction Program



An effective new teacher induction program includes effective mentoring to facilitate new 
teachers' entry into a professional community and to support professional growth for both 
new teachers and mentors.

 Mentors work to support new teachers in adjusting to the demands of the teaching 
profession and meeting the needs of their students while developing teaching skills.

 Schools support mentoring by selecting mentors with strong teaching practices and the skills 
needed to provide interpersonal support and professional development for new teachers and 
by providing mentors with dedicated time to work with new teachers and training in effective 
mentoring.

Capable Instructional Mentors



School principals support comprehensive induction programs through their work with new 
teachers, mentor teachers, and program leaders, as well as through their overall school 
leadership.

 Effective principal leadership builds a trilateral relationship of trust among new teachers, 
mentors, and teachers through formal support and principals' rapport with their colleagues. 
Principals should provide targeted supports to meet the unique needs of new teachers.

Effective Principals



An effective program evaluation draws on multiple data sources to measure both processes 
and outcomes of teacher induction programs. 

Formative evaluation measures the implementation of induction programs and draws on 
metrics such as perception data, data on program participants' backgrounds and credentials, 
and learning artifacts.

 Summative evaluation measures the degree to which a program has met goals established at 
the program's outset and draws on metrics such as retention rates and student outcomes.

Program Evaluation



Starting/Revising a Program



Questions to consider:

• How can your workforce data help you decide who to include in induction activities?
• How many of 1st year teachers do you have? How many 2-3 yr teachers? How many that 

are just new to your school/school system?
• Will induction events look exactly the same for all participants?

Step 1: Determine Who Will Participate



Questions to consider:

• Will mentoring be a part of the induction program?
• Who will do the mentoring?
• Will they be paid? How much?
• When will the mentoring occur? During school/after hours?

• Will professional development sessions be a part of your program?
• What topics will be covered?
• Who will facilitate them?
• When/where will they happen?

• Will you provide sheltered schedules for new teachers or Mentors?
• Will induction events be district based or school based?

Step 2: Determine the Critical Elements 



Questions to Consider:

• What funding sources do you have that you can utilize for this?
• Which critical elements will get you the most for your money?
• When will induction activities start? When will they end?
• Will you pay stipends for attendance at induction activities?

Step 3: Determine Budget and Timeline



Questions to consider:

• What data points will you collect to determine if induction activities are successful?
• Retention rate
• Teacher performance (Compass, VAM,etc.)
• Survey results

• How frequently will you evaluate the program?
• How will changes be made based on data?

Step 4: Program Evaluation Plan



Thank you for attending today’s session. You can leave feedback on this session using the 
Teacher Leader Summit app. It takes less than a minute.

Session Feedback

How to leave feedback:

1. At the bottom right corner of your session window in the app, click 

on “Rate This”.

2. In the window that pops up, choose the facial expression that 

reflects your experience.

3. You can also leave an optional comment in the window that pops 

up.

4. Click submit to finalize.


