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Abstract: 
This article examines the important role of mentoring in retaining new teachers, especially teachers of color, through the lens of Diversity, Equity, Inclusion, and Justice (DEIJ). It discusses recent teaching retention statistics and outlines the three phases of the Teacher Mentoring Process: pre-implementation, implementation, and post-implementation. By emphasizing trust, open communication, and integrating DEIJ principles, the article advocates for a more equitable educational environment that supports the growth of all educators.
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I. Introduction: 
What is mentoring and why is it important for educators?
Mentoring is a professional relationship and interaction between a mentor and a mentee. Mentoring provides a teaching and learning opportunity that enhances the professional development of both mentors and mentees. Mentors benefit from faculty growth and mentees benefit from many aspects of mentorship such as career planning, advancement, promotion, and improvement. This collaboration is mutually beneficial to both the leader and the learner. 
According to The Association for Middle Level Education (formerly National Middle School Association), mentorship for new teachers is crucial. One of the characteristics of a successful middle school is “organizational structures that foster purposeful learning and meaningful relationships.” (NMSA, 2010). Strong mentoring bonds between teacher leaders and new teachers give new teachers the hope to persevere, even when things seem hard. As AMLE states on its website, “We know it is essential to our mission to support early career educators. We also know what a challenge those initial years in the classroom can be.” (AMLE.org).
Why is mentoring with DEIJ in mind important?
Mentoring with DEIJ in mind is of the utmost importance if we want to retain new teachers - and especially teachers of color - in the profession. According to recent data collected by Education Research Strategies, the number of new teachers leaving the field has increased markedly in recent years post-Covid. The data shows, "After the 2022-23 school year, 30% of new teachers left their school, and 26% of teachers with 3-7 years of experience left their school during that time, compared to 17-20% of more experienced teachers.” (ERS, 2024). 
Additionally, teachers who work with students in high-poverty areas are more likely to leave the profession, as are teachers of color. For example, in Pennsylvania, “Black teachers were more than twice as likely to leave the profession as white teachers after the 2021-22 school year, Hispanic and multiracial teachers had a similar ratio, of around twice as likely.” (AP News, 2023).
The data regarding new teacher retention rates for teachers in high-poverty areas and teachers of color points to the importance of educating new teachers about DEIJ topics and supporting new teachers who identify as BIPOC. The utilization of DEIJ practices during the mentoring phase may benefit the mentoring process in developing the most effective educators who can identify initial barriers and the need to understand the importance of DEIJ in the early phase of a career to be a successful teacher.
II. The Teacher Mentoring Process:
What are the roles of mentors and mentees in the mentoring process?
As an experienced practitioner, the mentor provides guidance, modeling, counseling, and advice to inexperienced mentees to achieve goals, enhance critical thinking, and improve reasoning abilities through feedback (Murphy et al., 2005). Some other descriptions of mentor, mentee, and mentoring outcomes are “the relationship between experienced personnel and less inexperienced personnel for the advancement of career and to achieve mastery in the profession” (Ragins et al., 2016).
Teacher mentors as leaders and teacher mentees as learners are part of a Teacher Mentoring Process (TMP) in which the teacher leader takes full responsibility for supporting the new teacher to adapt to a new learning environment (Wong et al., 2004). During the mentoring phase, a teacher leader builds a professional learning environment where the new teacher attains behavioral and emotional skills, as well as greater self-efficacy. The new teacher is then more able to teach effectively, respond to challenges, and build relationships at school and outside school which results in developing cognitive and affective domains under the personal guidance of their mentor. (Wong et al., 2004 ; Black et al., 2016).
The chart in Figure 1 below shows the cyclical nature of the mentoring cycle, and how mentees are supported throughout the mentoring cycle by their mentors (Fig 1.1).
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[bookmark: _w95x87xre1op]The mentoring cycle (Msila, 2014).  
Figure 1. The above figure represents the components and process of the mentoring cycle.
In particular, during the mentoring cycle, attention should be paid to the sharing of challenges (Hudson et al., 2016), as many of the challenges faced by new teachers may be related to issues of DEIJ or due to a lack of cultural understanding between the teacher and the students. Issues related to racial and ethnic identity, as well as linguistic backgrounds of students often come up in discussions between mentees and mentors. Developing strong bonds of trust between the mentor and the mentee is paramount so that the mentee feels comfortable sharing openly and honestly about their experiences as BIPOC or with students who are culturally, racially, or linguistically different from them in the classroom.
The need for new teachers to have an understanding of inclusive practices is particularly important in middle levels because of how crucial this time can be developmentally for students to understand their identities and their concept of self within a group. This goes back to the responsive and equitable attributes in AMLE’s This We Believe. Sharing experiences with another teacher, specifically one with varied experiences, can offer insights that intuition alone may fail to see.
How can Diversity Equity Inclusion Justice (DEIJ) be woven into the Teacher Mentoring Process (TMP)?
As teacher mentoring is an ecosystem of teacher leaders and teachers, teacher leaders need to be open to bringing DEIJ concepts into the Teacher Mentoring Process. Issues related to DEIJ should be discussed frequently in the mentoring relationship. The AMLE mentoring program framework for discussion talks about inclusivity and affirming identities in a way that mirrors This We Believe. New teachers need to be able to apply these concepts at their schools to be effective teachers. They need to be aware of how their backgrounds and biases may influence their views on students. This is especially salient for white teachers working with students of color. According to recent research collated by the American Institute for Boys and Men, most teachers in the United States are white women. However, most students are not. The research found that “White girls and boys represent about a quarter of students each, while more than half of all teachers (56%) are white women and 17% are white men. By contrast, over a quarter (26%) of all students are boys of color; but just 6% of teachers are men of color.” (AIBM, 2024).
Teacher leaders should use diverse ways and resources to mentor new teachers from diverse contexts, especially if the teacher leader and mentee are from different backgrounds. The nature of mentoring should be inclusive; the mentoring process from teacher leaders should be equitable and explicitly anti-racist. The acknowledgment of potential barriers will make the Teacher Mentoring Process more beneficial for both mentors and mentees. Mentees should be able to discuss their classroom community and school environment openly with their mentors so that an appropriate mentoring plan can be developed. 
Additionally, there should be in-group mentors and out-group mentors. Ideally, an educator will have someone in their community or school with institutional knowledge and experience to shape part of their development. Still, they should also seek mentors who belong to a different building, district, or school system so that they can widen the sphere of influence and have a space to feel safe to share their experiences honestly. This belief was the impetus for the AMLE mentorship program (AMLE, 2024), which is focused on connecting new teachers with mentors from around the country.
III. Phases of the Teacher Mentoring Process and DEIJ Integration In Each Phase:
The teacher mentoring process can be divided into three phases: pre-implementation, implementation, and post-implementation.
1. Pre-Implementation: The pre-implementation phase is the initial phase of mentoring in which teacher leaders give opportunities to new teachers to go through a process of inquiry-based learning. Teacher leaders may ask new teachers about mentoring, their classroom community, and the school environment. This is the time for the teacher leader to uncover any assumptions that the new teacher might have about their students. New teachers can then ask their mentors questions, share their experiences working with students who may be racially, linguistically, or culturally different from them, and explain any problems they may be having in their classrooms.
2. Implementation: The implementation phase is the phase in which teacher leaders guide all aspects of mentoring including utilization of resources, DEIJ practices, and constant feedback. During this phase, new teachers must be encouraged to reflect on any personal biases or stereotypes they might be bringing into the classroom. (Will, 2009). As new teachers often struggle with classroom management, they need to be made explicitly aware of the fact that they may be biased against students of color (Clifton, 2025). These uncovered biases can then be the basis for teacher leaders to create problems of practice with their mentees. The teacher leaders can gently work to uncover and highlight the biases shared by the new teachers in chronological order and then co-create and discuss a weekly plan of action, application of DEIJ practices, and formative evaluation.
3. Post-Implementation: The post-implementation phase is the last phase of the Teacher Mentoring Process. In this phase, the teacher leader evaluates both formative and summative assessments of mentee learning outcomes and provides opportunities for the new teacher to reflect on their growth.  For example – new teachers will think about what they thought of mentoring before and what they think of it now, and reflect on how mentoring has changed their views as a teacher. They may also reflect on how their understanding of students from different backgrounds has deepened and changed. Similarly, the mentor's role can be evaluated based on the mentee's experience and the effectiveness of the goals laid out at the onset of the relationship.
The pyramid below (Fig 1.2) sheds light on the different phases of the mentor/mentee relationship and explains how mentees are supported in each phase. Careful attention needs to be placed on establishing the mentee's needs, especially if the mentee is one of the only people of color on their faculty or if the mentee is working in a cultural context different from their own. If DEIJ topics are not overtly discussed or considered during the mentoring period, the new teacher could feel isolated and stressed, as many recent studies have shown (Achinstein et al., 2010).
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Figure 1.2 - The above figure represents the six stages of mentoring. 
[bookmark: _iyyarv11f2m6]Conclusion:
[bookmark: _8dhy59c7eebn]A strong mentor-mentee ecosystem creates a mentoring learning space that fosters personal success, academic achievement, developmental growth, and experiential learning. A mentoring phase integrated with DEIJ practices also enhances cultural sensitivity for both the mentor and the mentee(s). DEIJ practices result in holistic development for both mentors and mentees (Stuchineret al., 2022). DEIJ aims to serve all, so identifying the needs of the mentoring community early on can foster a better mentoring relationship, mutual trust, and bond for which a better mentoring relationship plan will emerge. 
[bookmark: _8ztd17adtlmd]All stages of the Teacher Mentoring Process should be planned out thoughtfully by trained teacher leaders, who seek to integrate DEIJ practices into their pedagogy and remove cultural biases for both new teachers and students. DEIJ practices implemented during the mentoring process will enhance the mentoring relationship and increase both mentors' and mentees’ abilities to integrate DEIJ practices within their classrooms and to share these with other teachers and administrators to bring equity to the institution. 
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