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Induction and Mentoring Report 2026
[bookmark: _Toc242362735]Induction and Mentoring Report 2026
School districts, Horace Mann charter schools, and education collaboratives are required to submit induction and mentoring program information to the Department of Elementary and Secondary Education (DESE) via an annual survey. This reporting is intended to provide DESE with a broad understanding of the induction and mentoring activities in place to support educators across the Commonwealth and to support districts with identifying strengths and areas for further development.
The 2026 Induction and Mentoring Report reflects responses from 317 districts, collaboratives, and charter schools, representing approximately 80 percent of local education agencies in Massachusetts. This report provides a summary of the responses.
[bookmark: _Toc242362736]Key Findings
· Seventy-five percent of respondents provide beginning teachers with at least 2 years of induction support.
· Most respondents report facilitating one-on-one mentoring meetings, mentor observations of mentees, and mentee observations of mentors.
· Only 14% report differentiating mentor selection for educators on Emergency or Provisional licenses, though some report that additional support and coaching is available.
· Mentor training is most often provided locally by the district and many respondents cite this as an area for additional support and resources.
· Forty-two percent of respondents have “lead mentor” roles.
· Ninety-one percent of respondents offer stipends to mentors, with almost one-third offering at least $1,200.
· Respondents reported that, overall, novice teachers were “moderately” to “mostly” prepared for teaching in their district as it relates to the Standards for Effective Teaching Practice. 
· Respondents identified family collaboration and data analysis as areas in which novice teachers were less prepared, while induction and mentoring programs most commonly focused on student learning, instruction, and curriculum.

For more information and resources, please visit DESE’s Induction and Mentoring webpage.


[bookmark: _Toc242362737]Definitions
Beginning teacher or principal refers to an individual in their first three years of practice who holds an emergency, provisional, or initial license. 
Incoming teacher or principal refers to someone who has experience in teaching or administration but is new to the district or their role within a district. 
Induction is a planned program of professional support for new educators provided by the school district, including orientation, opportunities for classroom observation and conferencing, and peer group meetings (603 CMR 7.02).
Mentoring is one component of a comprehensive induction program. It refers to the relationship between a beginning or an incoming educator (mentee) and an experienced educator (mentor) who has demonstrated effectiveness with improving student outcomes and supporting the professional development of colleagues.
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[bookmark: _Toc242362738]Program Information
What is the duration of your district’s induction and mentoring program?
Induction and mentoring programs are typically two to three school years for beginning teachers (75 percent of responses), one school year for incoming teachers (66 percent), and one school year for beginning and incoming principals (46 percent and 58 percent respectively).

In general, how frequently do mentees meet with mentors?
Mentors and mentees typically meet more frequently during the educator’s first year of practice, with weekly meetings for first-year teachers (54 percent) and monthly meetings for teachers after their first year of practice (49 percent). The frequency of principal mentoring meetings varies in the first year but are more likely to be monthly in subsequent years (54 percent).

Does your district partner with any other districts, educator preparation programs, or other organizations to support your induction and mentoring programs?

Which of the following are components of your induction and mentoring program? 

[bookmark: _Toc242362739]
Mentor Recruitment, Selection, and Assignment
Is mentor recruitment a challenge in your district?
For the one-fourth of districts reporting challenges recruiting mentors, the most frequently cited concern is of experienced teachers feeling too burdened to be able to take on additional responsibilities.

How are mentors selected?
Mentors are typically selected based on recommendations by supervisors, prior experience as a mentor, coach, or teacher leader, and educator evaluation ratings.

Do you approach mentor selection for educators on emergency or provisional licenses differently?
While the majority of districts (86 percent) do not approach mentor selection differently based on educator licensure, those that do provide additional coaching, assignment to the most skilled mentors, and tailored licensure support.


How are mentors and mentees matched in your district?
Mentors and mentees are most frequently matched based on grade-span (for teachers) and mentor skill set (for principals). Districts with a limited ability for strategic matching based on small numbers of available mentors are represented as “N/A.”

[bookmark: _Toc242362740]Mentor Training and Support
Do mentors receive training?
Eighty-five percent of respondents report that teacher mentors are trained and 55 percent report training for principal mentors.
How are mentors trained?
· District-led training is the predominant model. Most respondents described mentor training developed and delivered internally by mentor coordinators, district leaders, lead mentors, administrators, or instructional leaders. 
· Initial training is commonly supplemented by ongoing support. Many districts provide an orientation or intensive training before mentors begin their role, followed by regular meetings, check-ins, professional development, PLCs, or refresher sessions throughout the year. Several districts require annual refreshers or periodic recertification, with some requiring mentors to retrain every three to five years. 
· Training formats and intensity vary considerably. Programs range from brief one- or two-hour orientations to multi-day workshops or institutes, graduate-level courses, and year-long professional learning. 
· External providers and higher education partnerships are also used. Districts sometimes rely on organizations, collaboratives, consultants, or universities either as the primary training model or to supplement district-developed training. 
· Common training content focuses on the core skills of effective mentoring. Frequently cited topics include mentor roles and expectations, relationship-building, communication and active listening, coaching and feedback, observation, reflection, problem-solving, and supporting novice teachers. 
· Many districts use mentor handbooks, guides, training modules, books, online courses, and suggested meeting topics to provide consistency and structure. 
· Training approaches may differ by mentor role. Some responses distinguish between teacher mentors and principal/administrator mentors, with administrator mentoring more likely to involve external organizations, experienced former administrators, or specialized leadership programs.

What ongoing supports are provided to mentors?
Districts provide a variety of supports to mentors, including professional development and monthly meetings.

What compensation, rewards, or incentives do mentors receive?



What is your district's average stipend for mentoring a first-year educator? 



[bookmark: _Toc242362741]Educator Readiness
The Standards and Indicators of Effective Practice guide the development of Massachusetts educators from preparation through employment, articulating the key knowledge, skills, and behaviors essential for all teachers and leaders in public schools in Massachusetts. Survey respondents were asked to report on educators’ readiness in these Standards as they entered the district.
Beginning Teachers Readiness
Indicators with the highest percentages of respondents reporting their beginning teachers as fully ready (immediately impactful with all students) or mostly ready (able to successfully meet the needs of most students) included:
· Learning Environment (73%)
· Professional Responsibilities (71%)
· Instruction (70%)
· Communication with Families (62%)
Indicators with the lowest percentages of respondents reporting their beginning teachers as fully ready (immediately impactful with all students) or mostly ready (able to successfully meet the needs of most students) included:
· Family Collaboration (52%)
· Analysis (44%)

Beginning Principal Readiness
Indicators with the highest percentages of respondents reporting their beginning principals as fully ready (immediately impactful leading a school) or mostly ready (able to successfully lead in a few key areas) included:
· Professional Communications (85%)
· Family Communications (84%)
· Environment (82%) 
· Sharing Responsibility (81%)
Indicators with the lowest percentages of respondents reporting their beginning principals as fully ready (immediately impactful leading a school) or mostly ready (able to successfully lead in a few key areas) included:
· Human Resources Management and Development (59%)
· Fiscal Systems (55%)

[bookmark: _Toc242362742]Focus Areas
Which Indicators from the Standards for Effective Teaching Practice were priorities in your Induction and Mentoring program for teachers this year?
Top priorities included:
· Student Learning
· Instruction
· Curriculum and Planning






Which Indicators from the Standards for Effective Teaching Practice were priorities in your Induction and Mentoring program for principals this year?
Top priorities:
· Student Learning
· Evaluation
· Assessment and Data-Informed Decision-Making





[bookmark: _Toc242362743]Program Effectiveness and Continuous Improvement
Please indicate any metrics your district uses to evaluate what you are doing well and what you can improve in your induction and mentoring program.
Most common responses for teachers:
· Retention of effective new educators
· Mentor and/or mentee surveys
· Observations
Most common responses for principals:
· Retention of effective new educators
· Observations
· Educator evaluation data
What aspects of your induction and mentoring program have you found to be most effective in supporting and retaining novice educators?
· Strong mentor-mentee relationships are consistently identified as the most effective component of induction and mentoring programs. Respondents emphasized trust, psychological safety, relationship-building, and having a supportive “go-to” person as foundational to helping new educators feel welcomed, valued, and confident. 
· Thoughtful mentor matching is critical. Many districts prioritize pairing mentors and mentees by grade level, content area, role, school, or specific professional needs. Several also noted the importance of flexibility to adjust pairings when a match is not effective. 
· Frequent, consistent contact drives effective support. Weekly one-to-one meetings, regular check-ins, monthly mentor or cohort meetings, and ongoing communication were frequently cited as key features of successful programs. 
· Individualized and differentiated support is highly valued. Effective programs tailor mentoring and induction supports based on educators' roles, experience levels, grade spans, content areas, licensure status, and individual needs rather than using a one-size-fits-all approach. 
· Cohort models and peer collaboration strengthen belonging and professional learning. Monthly workshops, PLCs, new teacher cohorts, group meetings, and networking opportunities help new educators build community, share challenges, learn from peers, and develop broader support networks. 
· Observation, coaching, and feedback are important components of effective programs. Opportunities to observe experienced colleagues, engage in peer observations, receive instructional feedback, and reflect on practice were frequently identified as valuable supports for professional growth. 
· Structured orientation and onboarding provide a strong foundation. Comprehensive new educator orientation—particularly when differentiated by role or school context—helps new staff understand district expectations, policies, practices, culture, and available resources. 
· Dedicated time and organizational support matter. Release time, common planning time, classroom coverage, stipends, trained mentor leaders, mentor coordinators, and strong administrator involvement enable mentoring relationships to be sustained and meaningful. 
· Programs are most effective when they are responsive and continuously improved. Many respondents described using feedback, surveys, reflections, and regular communication with mentors and mentees to adjust programming and better respond to emerging needs. 
· Successful programs contribute to belonging, confidence, professional growth, and retention. Across responses, mentoring was frequently associated with helping novice educators feel connected to the school community, navigate their roles more effectively, develop professionally, and remain in the district.
Example responses:
· On the importance of relationships:
“The mentor-mentee relationship is by far the most powerful experience.” 
· On thoughtful mentor matching:
“Thoughtful pairings of mentors and mentees. Having skilled, knowledgeable, approachable mentors. Weekly meetings between mentee and mentor.” 
· On belonging and community:
“The peer to peer collaboration is the most impactful aspect of our induction and mentoring programs and contributes significantly to early career professionals' sense of belonging.” 
· On individualized support:
“We have been able to deliver personalized support to meet the needs of individual teachers.” 
· On creating a safe, supportive culture:
“We strive to create a culture where new or new-to-district educators feel comfortable asking questions, reflecting on challenges, and celebrating successes without fear of judgment.” 
· On the value of observation and feedback:
“The time observing one another is consistently mentioned when seeking feedback from mentors and mentees as highly effective.” 
· On retention and long-term impact:
“Strong Mentor/Mentee relationships have been highly effective in supporting and retaining novice educators.” 




What support do you need to improve induction and mentoring programming for novice teachers and principals?
· More time and funding are the most consistent needs. Respondents repeatedly identified the need for protected meeting time, release time, substitutes to support observations, increased mentor stipends, and dedicated funding for induction and mentoring programs. 
· Mentor recruitment and training remain significant challenges for many districts. Districts want to expand their pool of qualified mentors through stronger incentives, better compensation, ongoing training, and more comprehensive preparation for both mentors and mentor coordinators. 
· Program leaders expressed a need to become more differentiated and responsive to educators' varied needs. Many respondents emphasized the importance of tailored supports for educators in specialized or non-classroom roles, including special educators, related service providers, counselors, and isolated specialists, as well as educators who are new to a district but not new to the profession. 
· There is strong interest in extending support beyond the first year. Respondents frequently identified a need for more structured programming and professional learning for educators in their second and third years.
· Observation and instructional feedback are key areas for expansion. Many districts would like more opportunities and release time for mentors and mentees to observe one another, visit colleagues' classrooms, analyze teaching, and engage in meaningful feedback and reflection. 
· Districts are seeking additional practical resources and models of effective practice. Respondents requested mentor training materials, coaching guides, structured calendars and tools, exemplar programs, and opportunities to learn from other districts and states. 
· Collaboration across districts could help address capacity challenges. Regional networks, cross-district mentoring, shared professional learning, and opportunities to visit exemplary programs were frequently identified as valuable, particularly for small districts and hard-to-fill or specialized roles. 
· Continuous improvement and stronger feedback systems are emerging priorities. Many respondents described regularly revising their programs and expressed interest in better surveys, evaluation tools, data tracking, and feedback loops to assess program effectiveness and improve mentoring experiences over time. 
Program Duration

Beginning Teachers	
3 school years	2 school years	1 school year	Less than 1 school year	Not provided	101	137	73	1	4	Incoming Teachers	
3 school years	2 school years	1 school year	Less than 1 school year	Not provided	36	54	208	7	11	Beginning Principals	
3 school years	2 school years	1 school year	Less than 1 school year	Not provided	39	76	135	5	42	Incoming Principals	
3 school years	2 school years	1 school year	Less than 1 school year	Not provided	20	27	170	15	63	
Number of Responses




Mentor-Mentee Meeting Frequency

First-Year Teachers	
Weekly	Biweekly	Monthly	Quarterly	178	95	54	1	Teachers After First Year	
Weekly	Biweekly	Monthly	Quarterly	33	71	123	24	First-Year Principals	
Weekly	Biweekly	Monthly	Quarterly	77	82	91	2	Principals After First Year	
Weekly	Biweekly	Monthly	Quarterly	28	38	95	16	
Weekly	Biweekly	Monthly	Quarterly	
Number of Responses




Partnerships Supporting Induction and Mentoring

Principals	
Other districts	Educator preparation programs or institutes of higher education	Collaboratives	Professional organizations	Consultants/other organizations	Retired educators	27	31	25	71	86	66	Teachers	
Other districts	Educator preparation programs or institutes of higher education	Collaboratives	Professional organizations	Consultants/other organizations	Retired educators	30	36	31	38	63	22	
Number of Responses




Induction and Mentoring Program Components

Principals	
School Orientation	Mentee observes mentor's classroom/school	Mentee observes peer's classroom/school	Mentor observes mentee's classroom/school	View and discuss videos of mentee teaching/working	One-on-one meetings between mentor-mentee	Facilitated peer/cohort learning communities	Support team meetings	Mentor/mentee learning walks	Written communications	Book studies	Targeted professional development	Release time for the mentor and mentee	128	75	58	92	15	172	64	56	101	94	42	74	40	Teachers	
School Orientation	Mentee observes mentor's classroom/school	Mentee observes peer's classroom/school	Mentor observes mentee's classroom/school	View and discuss videos of mentee teaching/working	One-on-one meetings between mentor-mentee	Facilitated peer/cohort learning communities	Support team meetings	Mentor/mentee learning walks	Written communications	Book studies	Targeted professional development	Release time for the mentor and mentee	287	265	226	256	39	294	162	127	67	210	74	133	84	
Number of Responses





Districts Reporting Mentor Recruitment Challenges	
No	Yes	229	74	

Mentor Selection Strategies

Principals	
Educator evaluation rating	Recommendations by colleagues	Recommendations by supervisors	Prior relevant experience	Application process	Interview	Mentee feedback	94	75	148	132	39	23	69	Teachers	
Educator evaluation rating	Recommendations by colleagues	Recommendations by supervisors	Prior relevant experience	Application process	Interview	Mentee feedback	194	87	248	233	167	49	157	
Number of Responses





Districts Reporting Differentiated Mentor Selection Based on Licensure	
Yes	No	N/A	39	243	21	

Mentor-Mentee Matching Criteria

Principals	
By grade span	By mentor's skill set	By race/ethnicity	N/A	96	143	7	93	Teachers	
By grade span	By mentor's skill set	By race/ethnicity	N/A	252	243	17	58	
Number of Responses




Supports for Mentors

Principals	
Coursework	Learning platforms	Weekly meetings	Monthly meetings	Lead mentors	Professional development	Professional learning communities	Coaching	Formative feedback	22	20	24	71	26	92	59	70	64	Teachers	
Coursework	Learning platforms	Weekly meetings	Monthly meetings	Lead mentors	Professional development	Professional learning communities	Coaching	Formative feedback	74	81	36	157	134	174	102	124	104	
Number of Responses




Mentor Incentives

Principals	
None	Designation as a school/district leader	Reduced workload	Additional PD opportunities	Credits towards salary scale	PDPs	Stipend	2	19	1	15	2	55	124	Teachers	
None	Designation as a school/district leader	Reduced workload	Additional PD opportunities	Credits towards salary scale	PDPs	Stipend	16	35	7	40	22	148	289	
Number of Responses




Average Mentoring Stipend

Column1	Under $400	$400-$600	$601-$800	$801-$1000	$1,001-$1,200	More than $1,200	6	55	50	52	36	89	
Number of Responses



Perceptions of Beginning Teacher Readiness by Indicator

Fully Ready	Curriculum and Planning	Assessment	Analysis	Instruction	Learning Environment	Student Learning	Family Engagement	Family Collaboration	Communication with Families	Reflective Practice	Shared Responsibility, Collaboration, and Decision-Making	Professional Responsibilities	28	24	13	35	44	30	25	21	36	28	31	53	Mostly Ready	Curriculum and Planning	Assessment	Analysis	Instruction	Learning Environment	Student Learning	Family Engagement	Family Collaboration	Communication with Families	Reflective Practice	Shared Responsibility, Collaboration, and Decision-Making	Professional Responsibilities	164	141	118	177	176	168	146	135	152	163	148	163	Moderately Ready	Curriculum and Planning	Assessment	Analysis	Instruction	Learning Environment	Student Learning	Family Engagement	Family Collaboration	Communication with Families	Reflective Practice	Shared Responsibility, Collaboration, and Decision-Making	Professional Responsibilities	99	123	133	84	75	94	107	113	95	99	116	80	Minimally Ready	Curriculum and Planning	Assessment	Analysis	Instruction	Learning Environment	Student Learning	Family Engagement	Family Collaboration	Communication with Families	Reflective Practice	Shared Responsibility, Collaboration, and Decision-Making	Professional Responsibilities	14	17	35	9	8	9	26	33	20	15	9	9	Not Ready	Curriculum and Planning	Assessment	Analysis	Instruction	Learning Environment	Student Learning	Family Engagement	Family Collaboration	Communication with Families	Reflective Practice	Shared Responsibility, Collaboration, and Decision-Making	Professional Responsibilities	0	0	2	0	0	0	0	1	1	0	1	0	



Perceptions of Beginning Principals' Readiness by Indicator

Fully Ready	Curriculum	Instruction	Assessment and Data-Informed Decision-Making	Evaluation	Student Learning	Environment	HR Management and Development	Scheduling and Management Information Systems	Law, Ethics, and Policies	Fiscal Systems	Engagement	Sharing Responsibility	Family Communication	Family Concerns	Shared Vision and Commitment to High Standards	Professional Communications	Continuous Learning	Managing Conflict	44	52	47	48	53	61	31	40	41	27	56	61	65	51	64	67	68	33	Mostly Ready	Curriculum	Instruction	Assessment and Data-Informed Decision-Making	Evaluation	Student Learning	Environment	HR Management and Development	Scheduling and Management Information Systems	Law, Ethics, and Policies	Fiscal Systems	Engagement	Sharing Responsibility	Family Communication	Family Concerns	Shared Vision and Commitment to High Standards	Professional Communications	Continuous Learning	Managing Conflict	143	140	131	128	138	144	118	138	128	113	146	143	147	150	140	148	146	139	Moderately Ready	Curriculum	Instruction	Assessment and Data-Informed Decision-Making	Evaluation	Student Learning	Environment	HR Management and Development	Scheduling and Management Information Systems	Law, Ethics, and Policies	Fiscal Systems	Engagement	Sharing Responsibility	Family Communication	Family Concerns	Shared Vision and Commitment to High Standards	Professional Communications	Continuous Learning	Managing Conflict	57	51	65	61	57	4	87	63	67	83	44	43	39	46	43	35	37	69	Minimally Ready	Curriculum	Instruction	Assessment and Data-Informed Decision-Making	Evaluation	Student Learning	Environment	HR Management and Development	Scheduling and Management Information Systems	Law, Ethics, and Policies	Fiscal Systems	Engagement	Sharing Responsibility	Family Communication	Family Concerns	Shared Vision and Commitment to High Standards	Professional Communications	Continuous Learning	Managing Conflict	8	6	9	13	2	2	16	12	16	26	5	4	2	4	6	2	2	11	Not Ready	Curriculum	Instruction	Assessment and Data-Informed Decision-Making	Evaluation	Student Learning	Environment	HR Management and Development	Scheduling and Management Information Systems	Law, Ethics, and Policies	Fiscal Systems	Engagement	Sharing Responsibility	Family Communication	Family Concerns	Shared Vision and Commitment to High Standards	Professional Communications	Continuous Learning	Managing Conflict	2	1	1	1	1	0	0	0	1	3	0	0	0	0	0	0	0	0	



Priority Indicators for Teacher Induction and Mentoring, 2025-26

High Priority	Curriculum and Planning	Assessment	Analysis	Instruction	Learning Environment	Student Learning	Family Engagement	Family Collaboration	Communication with Families	Reflective Practice and Professional Growth	Shared Responsibility, Collaboration, and Decision-Making	Professional Responsibilities	198	115	77	215	191	214	73	61	111	173	93	154	Moderate Priority	Curriculum and Planning	Assessment	Analysis	Instruction	Learning Environment	Student Learning	Family Engagement	Family Collaboration	Communication with Families	Reflective Practice and Professional Growth	Shared Responsibility, Collaboration, and Decision-Making	Professional Responsibilities	85	142	155	72	93	70	174	170	146	95	147	117	Low Priority	Curriculum and Planning	Assessment	Analysis	Instruction	Learning Environment	Student Learning	Family Engagement	Family Collaboration	Communication with Families	Reflective Practice and Professional Growth	Shared Responsibility, Collaboration, and Decision-Making	Professional Responsibilities	10	28	47	5	5	1	40	56	30	20	44	19	Not Priority	Curriculum and Planning	Assessment	Analysis	Instruction	Learning Environment	Student Learning	Family Engagement	Family Collaboration	Communication with Families	Reflective Practice and Professional Growth	Shared Responsibility, Collaboration, and Decision-Making	Professional Responsibilities	1	2	5	1	2	1	3	4	3	2	4	1	



Priority Indicators for Principal Induction and Mentoring, 2025-26

High Priority	Curriculum	Instruction	Assessment and Data-Informed Decision-Making	Evaluation	Student Learning	Environment	HR Management and Development	Scheduling and Management Information Systems	Law, Ethics, and Policies	Fiscal Systems	Family Communication	Family Engagement	Sharing Responsibility	Family Concerns	Shared Vision and Commitment to High Standards	Communications	Continuous Learning	Managing Conflict	109	123	134	139	143	112	48	44	83	49	90	82	60	89	116	96	63	92	Moderate Priority	Curriculum	Instruction	Assessment and Data-Informed Decision-Making	Evaluation	Student Learning	Environment	HR Management and Development	Scheduling and Management Information Systems	Law, Ethics, and Policies	Fiscal Systems	Family Communication	Family Engagement	Sharing Responsibility	Family Concerns	Shared Vision and Commitment to High Standards	Communications	Continuous Learning	Managing Conflict	81	68	63	55	52	75	120	119	88	103	89	92	105	91	72	89	96	92	Low Priority	Curriculum	Instruction	Assessment and Data-Informed Decision-Making	Evaluation	Student Learning	Environment	HR Management and Development	Scheduling and Management Information Systems	Law, Ethics, and Policies	Fiscal Systems	Family Communication	Family Engagement	Sharing Responsibility	Family Concerns	Shared Vision and Commitment to High Standards	Communications	Continuous Learning	Managing Conflict	6	3	4	5	4	8	28	29	24	40	15	21	28	16	10	11	32	14	Not Priority	Curriculum	Instruction	Assessment and Data-Informed Decision-Making	Evaluation	Student Learning	Environment	HR Management and Development	Scheduling and Management Information Systems	Law, Ethics, and Policies	Fiscal Systems	Family Communication	Family Engagement	Sharing Responsibility	Family Concerns	Shared Vision and Commitment to High Standards	Communications	Continuous Learning	Managing Conflict	4	5	4	5	4	3	5	5	6	6	5	5	5	4	4	6	9	3	
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