
 
Jackson County Schools - Planning for Success Through Mentoring 
 
I. Summary: 
Teaching is a rewarding career for those who are called to it. It’s as close as you can get to a 
rockstar experience without having to sing or play an instrument. Successful teachers are hugged 
and greeted by students in hallways, and when seen out in public. This may be primarily true for 
elementary teachers, but we know of upper-grade teachers who make huge and lasting 
impressions on their students as well. The trick is becoming a successful and inspiring teacher.  
 
Educators begin their careers with every intention of using the knowledge they’ve gained from 
their teacher preparation classes and the passion they have for working with students of various 
ages, but then as the first few weeks of school begin, so does the reality of what is demanded of 
them. According to the National Education Association, an estimated “50% of the teachers 
currently in our classrooms will either retire or leave the profession over the next five to seven 
years.” Filling these openings will require school districts to aggressively seek out new 
applicants and hold on to quality teachers.  
 
From 2014-16 the Jackson County School System (JCSS) had a 76.6% teacher retention average. 
During those same years, an average of 7.8% were inexperienced teachers having less than four 
years experience.  
 
As part of a five-year strategic plan, the Jackson County School System Induction Committee 
developed a Comprehensive Teacher Induction Program using Mentoring in Action: Guiding, 
Sharing, and Reflecting with Novice Teachers as a resource which aligned with our induction 
process.  
 
 
II. Target Audience:  
As planning for the Comprehensive Teacher Induction Program began, induction committee 
members listened to the concerns from building administrators and developed a plan which 
would include not only novice teachers in the first three years of teaching, but also teachers new 
to the county, new to a particular building, and those struggling in the classroom no matter the 
number of years experience. The induction committee realized each of these groups would need 
a differentiated level of support from the school and district level. Providing mentors with 
ongoing training and support was also an important consideration.  
 



 
III. Financial Resources:  
The book Mentoring in Action: Guiding, Sharing, and Reflecting With Novice Teachers by 
Carol Pelletier Radford was provided to each mentor and Your First Year: How to Survive and 
Thrive as a New Teacher by Todd Whitaker, Madeline Whitaker, and Katherine Whitaker was 
provided to each novice teacher.  Funding for these resources was provided from our Human 
Resources Budget and the total cost was $1200.00. In addition, individual schools made use of 
their Professional Learning Budgets for substitutes, conferences, and other resources as needed.  
 
At the end of the academic year, mentors of 1st-year teachers are provided a stipend of $500. 
These funds come from Title II: Supporting Effective Instruction. 
 
IV. Implementation Strategies: A need for an induction program was identified by the JCS 
district based on results from a combination of research on recruitment and retention, 
information provided by the state of Georgia, and our own recruitment and retention data.  The 
JCSS Induction Committee began to research successful Induction Programs across the state by 
attending Georgia’s Induction Summit and networking with colleagues in other systems. Based 
on their research the JCSS Induction Committee developed a Comprehensive Induction Program 
framework to meet the needs of beginning teachers in Jackson County. To further refine the 
program around mentoring, the committee reviewed several possible approaches and chose to 
adopt the District Action Plan for Induction and Mentoring provided through Mentoring in 
Action. This plan consists of 7 action steps: Create, Engage, Prepare, Support, Measure, Sustain, 
and Share. 
 
Create a Vision: The first undertaking of the induction committee was to create a vision for 
supporting novice teachers. The Jackson County School System’s vision is “To create a 
comprehensive, system-wide induction process for teachers in their first three years of teaching 
that will result in highly effective teachers who remain in Jackson County in the teaching 
profession beyond their induction phase.” The Comprehensive Induction Program was designed 
to provide a coherent, sustainable induction model for the schools in Jackson County. The goal 
of the program is not only to support the retention and professional growth of induction phase 
teachers but also that of their mentors and students.  
 
Engage a team of stakeholders: The induction committee represents the six elementary, two 
middle, and two high schools in the JCSS and was convened in order to provide a common 
language and learning experience for induction phase teachers. The induction committee consists 
of 6 Assistant Principals for Instruction, 5 Instructional Coaches, 3 classroom teachers, 3 District 
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Support Personnel, and the Director of Human Resources. The induction committee relies on 
expert teachers across the county to assist with professional learning seminars during the year. 
The induction committee also seeks the input of novice and experienced teachers when planning 
New Teacher Orientation and professional learning opportunities.  
 
Prepare qualified mentors: At the start of each school year, building administrators prepare a 
list of qualified mentors to be matched with incoming mentees. The selected mentors are 
provided training prior to the beginning of the school year. The training consists of lessons using 
the e-guide for Mentoring In Action: Guiding, Sharing, and Reflecting With Novice Teachers. 
The mentors attend a two-day training prior to the new school year where they receive a copy of 
the e-guide and the Mentoring in Action Book. Day 1 of the training revolves around the who, 
what, and why of mentoring with Day 2 covering more of the how. The training is conducted by 
one or more of the induction committee members. The mentors initially meet as a group and then 
divide into elementary and middle/high school levels for differentiated training.  
 
In addition to mentors, schools are in the process of ensuring there is an instructional coach at 
each elementary school and both middle schools in order to provide additional support to 
teachers as needed.  The district also employs a K-12 Math Instructional Specialist and a K-12 
Literacy/ELA Instructional Specialist whose primary function is to coordinate support for 
teachers in regards to professional learning, classroom visits, and use of materials. The mentors 
of first year mentees will transition into a school-based guide at the beginning of the second year 
of support. School-based guides will continue to support the mentees, but in a tiered fashion.  
 
Support novice teachers: Support for novice teachers begins from the moment they are hired. 
Teachers brand new to the teaching field receive their copy of Your First Year: How to Survive 
and Thrive as a New Teacher during new hire onboarding so they are able to read it over the 
summer. The week before school begins Induction Teachers attend a four-day New Teacher 
Orientation conducted in part by district and school leaders.  
Day 1-K-12 Literacy/ELA System Based Professional Learning 
Day 2-K-12 Math System Based Professional Learning 
Day 3-System Based Professional Learning -“The Jackson Way” 
Day 4-School Based Professional Learning/Induction 
 
All participants: mentees, mentors, guides, school induction leads, and the induction committee 
members- follow a comprehensive month-by-month Roles and Responsibilities calendar 
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developed by the Induction Committee. Participants use Canvas as a virtual space to collaborate 
and access resources.  
 
The Comprehensive Teacher Induction Program is a 3 year process.  Year one is focused on 
one-to-one mentoring and job embedded professional learning around foundations of effective 
Tier I instruction based on the TAPS framework: planning, instructional delivery, assessment of 
and for learning, learning environment, and professionalism and communication. Mentors and 
mentees are expected to meet for at least 180 minutes per month and use their supplied resources 
as conversation starting points. There is an expectation of an informal observation and feedback 
cycle revolving around goal setting, connecting with resources, implementation of strategies, 
and reflection.  
 
In year two, there is a combination of mentoring and district/school based professional 
development.  Mentees are assigned a school-based guide which is ideally their same mentor 
from year one. Support for the teacher is based on self-assessment and individual needs. 
Instructional coaches and district content specialists will continue to support the mentee through 
modeling of lessons and planned observations with immediate feedback. Mentees and their 
guides are expected to meet regularly, however, there is not a minimum amount of time required.  
 
During year three, it is expected the mentee will have established their own network of mentors 
and will meet as needed. Their professional development will be school and district based 
focused on designated needs from TKES and personalization of student learning. Instructional 
support will continue to be provided by school-based and district wide content specialists.  
 
Measure the effectiveness: The JCSS measures four areas in order to determine the 
effectiveness of the Comprehensive Induction Teacher Program: 

● Self-efficacy of the Mentor/Mentee 
● A sense of Belonging (Mentee) 
● Improved Instructional Practice 
● Retention  

Self-efficacy and a sense of belonging are measured through induction surveys given to the 
mentees and mentors throughout the year. School climate surveys as well as feedback from 
TKES observations are also used as evidence to measure the effectiveness of the induction 
program.  
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Improved instructional practice is measured through induction surveys and classroom 
observations by mentors, instructional coaches, district content specialists, and building 
administrators.  
 
Retention is measured through the renewal of contracts.  
 
Sustain our vision: The Director of Human Resources and building administrators will keep a 
record of qualified mentors. Training for new mentors, using Canvas, will take place at the 
beginning of each school year. Previously trained mentors will meet with building induction 
leaders to review the Mentor’s job description and review expectations. Building induction 
leaders will meet quarterly as a group to review ‘Glows and Grows’ of the program and to make 
adjustments as needed. Mentors of first-year teachers will be compensated with a stipend for 
their time.  
 
Reviewing survey results is essential for keeping the professional learning of Induction Teachers 
relevant. Mentees are formally surveyed three times a year in order to determine areas of concern 
and strengths of the program. Additionally, there is representation of induction teachers on the 
system level induction committee in order to provide further input on planning and areas of need 
within the program.  Feedback from building administrators provides valuable input as well. In 
direct response to an Assistant Principal’s concerns, any teacher experiencing difficulty in the 
classroom and/or scoring low in the TKES evaluation is provided a mentor and expected to 
partake in the professional learning opportunities provided by the county. A goal for the future is 
to assign a lead mentor at each school.  
 
In addition, teachers are provided with continuous support from instructional coaches, district 
content specialists, and school induction committee leads.  
 
 
Share the impact: ‘Glows and Grows’ of the Comprehensive Teacher Induction Program are 
shared with building leaders during monthly principal and assistant principal meetings. A report 
is shared annually at a Board of Education meeting. Moving forward, the induction committee is 
aware of the need to share our successes with the Jackson County community at large. There are 
plans in place to showcase the Comprehensive Teacher Induction Program on the JC Facebook 
page and website.  
 
 



 
V. Challenges/Benefits realized 
In the past, the induction process looked different from school to school. One of the benefits of 
the Comprehensive Teacher Induction Program is having a common language and process in 
place for supporting novice teachers. Mentors receive similar training and are provided with a 
common framework for assisting their mentees.  
 
Another benefit realized was induction teachers were able to network with other first-year 
teachers within the district. This led to a sense of community not only with those teachers, but 
with mentors and building leaders as well.  
 
A challenge encountered was pairing special instructors like art, music, PE, or foreign language 
teachers with mentors in their building covering the same content. The county provides 
professional learning days throughout the year; however, these days are more tailored toward 
content areas such as math, literacy and science. Developing and implementing ‘outside the box’ 
professional learning for ‘lone content’ teachers is something the Induction Planning Committee 
is continually working on.  
 
 
VI. Feedback received from affected parties:  
Mentors and Mentees are surveyed at the beginning, middle, and end of each school year to 
determine the effectiveness of the Induction Program components. Through the surveys, it was 
determined 83% of our mentees for the 2018-2019 school year were in their first three years of 
teaching and the remaining 17% had three or more years of experience. Roughly half of the 
mentees were teaching at the elementary level, thirty percent at the high school level, and the 
remaining 20 percent at the middle school level. Behavior Management, Differentiation, 
Addressing the Needs of Students With Disabilities, and Assessment ranked 1-4 respectively as 
areas of most concern, with Standards-Based Report Cards, Parent Communication, and Infinite 
Campus ranking as areas of the least concern.  
 
Mentors reported they felt they were well-prepared for the task of mentoring. They shared the 
materials provided to them were helpful for providing topics and questions as a means for 
beginning conversations with their mentees. All mentors shared they were able to meet either 
formally or informally with their mentee on a weekly basis. The majority of the meetings 
concerned lesson planning and effective instructional/behavioral strategies.  
 



 
Mentees shared they found the mentoring experience to be rewarding. Many shared they not only 
built a collegial relationship with their mentor but also with fellow team members or content 
members. Each mentee felt having a mentor contributed to a more successful year. 
Overwhelmingly, mentees shared they would like to spend more time being observed by their 
mentor and observing successful veteran teachers. 
 
Assistant Principals for Instruction and Instructional Coaches shared they are able to focus more 
on instructional practices rather than the ‘day-to-day housekeeping’ with novice teachers due to 
the mentor/mentee relationships in their building. A concern was raised as how to best assist 
teachers that are hired mid-year.  
 
 
 
 
Materials 
 
Research Spotlight on Recruiting & Retaining Highly Qualified Teachers: Recruiting & 
Retaining a Highly Qualified, Diverse Teaching Workforce 

 
District Action Plan for Induction and Mentoring 
 
Mentor Training Powerpoint Day 1  
Mentor Training Powerpoint Day 2 
 
Induction Process Overview 
 
Roles and Responsibilities: Teacher, Mentor, School Induction Lead, Induction Team 
 
Teacher Mentor Job Description 
 
New Teacher Checklist 
 
Study Guide for Novice Teachers: Your First Year 
 
Expert Panel  
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