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Abstract 

There are many things new teachers must learn during their first year in order to effectively teach 

their students. The struggle during this first year causes many new teachers to become frustrated 

by a seemingly unmanageable workload, feelings that they are not getting the support they need 

and feelings of failure that might cause them to ultimately leave the profession. High attrition 

rates due to these factors are detrimental to school districts financially, academically, and 

culturally. Districts can combat high attrition rates by offering a comprehensive and sustained 

induction program with a strong mentoring component to new staff. The purpose of this study 

was to gain an overall understanding of teacher perception on how their district s induction and 

mentoring program affected their sense of efficacy, their perception of support and their overall 

desire to stay in the profession. It also attempted to identify the effect of any changes made in the 

program after the N.J. induction program mandate. Lastly, the study compared the differences in 

perception of induction among middle, elementary, and high school teachers within the district. 

The findings of this study indicated that the overall perception of the district s induction program 

was inconsistent. Participants referred to many variables that affected their perception but most 

indicated that the mentoring component was what affected their feelings of efficacy and comfort 

the most. While the findings did not indicate a significant difference in the perception of 

induction between grade levels taught and building assignments, it was apparent that experiences 

varied. This study could be used by districts who are experiencing high attrition rates and who 

are experiencing a lack of morale or a sense of community in their buildings. It can also be used 

by districts who want to revamp a current induction program based on newer trends in education 

such as remote learning and increased reliance on technology in the classroom. 

Keywords: new teachers, induction, mentoring, attrition rates   
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Chapter 1: Introduction to the Study 

 Teacher retention is something that has been identified as a growing problem for quite 

some time. Teachers entering the profession are leaving within their first few years at an 

increased rate due to a variety of factors. Research has shown that about 20% of all new teachers 

leave the profession within the first three years of teaching (Kauffman et al., 2002). Other 

research has shown that 39% of all novice teachers leave the profession within five years 

(Ingersoll, 2001). Factors such as stress, fatigue, increased accountability, lack of collaboration 

opportunities, and feelings of isolation have been identified as reasons for this exodus, however 

the majority of the research suggests that the main reason for the heightened new teachers’ 

attrition rate is the lack of support and guidance that they experience in their first few years 

(Goldrick et al., 2012). 

 Existing research supports the idea that comprehensive novice teacher induction 

programs, focused on teacher training, support and retention, have a positive effect on a new 

teacher s sense of self-efficacy. These programs also contribute to the likelihood that a new 

teacher will stay in the profession past his or her first few years. Comprehensive induction 

programs” are defined as opportunities to collaborate in small learning communities, observe 

experienced colleagues’ classrooms, be observed by expert mentors, analyze practice, and 

network with other novice teachers (Ingersoll & Smith, 2004). Too often, districts have an 

induction program in place that consists of an initial three-day workshop prior to the start of the 

school year, but fail to implement the continued support structure that is needed throughout the 

school year.  

 This study examined teacher perceptions on the effectiveness of induction programs as a 

way to support and retain novice teachers. The goal was to gain an understanding, through data, 
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observation, and conversation, of how well the induction process prepares and supports its 

novice teachers. Analysis of data from the study identified areas that have been successful as 

well as areas that need improvement. 

Problem Statement 

 The rate of attrition in schools has long been an area of concern. Teacher retention is a 

critical component to the overall stability and credibility of a school. According to Bryk and 

Schneider (2002), opportunities for staff members to collaborate can increase teacher retention 

and positively affect student engagement and achievement. Continuity in a school brought about 

by retaining the best teachers, benefits students in many ways. Relationship building and trust 

between students and teachers is necessary to facilitate learning and increase student 

achievement. In a review of the literature pertaining to teacher attrition, Macdonald stated that 

The revolving door of frequent newcomers and leavers, creates a non-cohesive environment that 

can be a major inhibitor to school efficiency and ultimately to student success” (Macdonald, 

1999, p. 840).  

 A high attrition rate can also have an adverse effect on school reform and initiatives. 

There is an ever-changing landscape in schools that requires educators to change as well. School 

reform takes a consistent and sustained effort and a high teacher turnover rate undermines that 

effort. A report from the National Commission on Teaching, cited in an article by Boyd et al. 

(2011), stated that excessive teacher turnover can be costly and detrimental to instructional 

cohesion in schools” (pp. 303–304). 

 Attrition can also have a financial effect on a district. When qualified teachers leave after 

just a few years, they need to be replaced by novice teachers, which incurs substantial costs for 

the district. According to the U.S. Department of Labor (Alliance for Excellent Education, 2010), 
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school systems in the United States spend over $2 billion each year replacing teachers who leave 

the profession. The cost of replacing a teacher can be substantial. Carroll (2007) reported an 

average national cost of more than $8000 to replace a teacher. The yearly costs of recruiting, 

hiring, and training new teachers nationally in 2012 was $2.2 billion per year in the United States 

(Hughes, 2012). Lack of support structures, feelings of isolation, and lack of guidance during the 

first few years of teaching are cited as several of the primary reasons for new teacher attrition. 

(Ingersoll, 2012; Wiebke & Bardin, 2009). Historically, the education profession has ignored the 

needs of new teachers (Anhorn, 2008; Scherer, 1999). Providing meaningful assimilation into the 

profession is one way school districts can retain novice teachers (Kelley, 2004).  

 Since the 1980 s, many schools have adopted induction programs as an effort to attract 

and retain teachers, however the size and scope of these programs vary greatly and as a result 

yielded uneven results (Feiman-Nemser et al., 1999). In a more recent review of State Policies on 

Teacher Induction, conducted by the New Teacher Center, it was found that there is a wide 

discrepancy in the depth and breadth of new teacher induction programs. For instance, only 27 

states require some form of induction or mentoring, but most only require it during the first year 

(Goldrick et al., 2012). 

 As per N.J.A.C. 6A:9C, Subchapter 5: District Mentoring Program (2021) school districts 

are required to develop a district mentoring program that provides nontenured teachers with an 

induction to the teaching profession. It is the district s responsibility to provide support based on 

a teacher s individual needs. School districts are also required to provide new teachers with 

insight into the surrounding community. 
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Individual boards of education are required to provide the following to their non-tenured 

teachers:  

• A comprehensive induction to the school district and policies 

• Individualized supports and activities 

• One-to-one mentoring  

Districts are given latitude and discretion on how they meet these requirements and ultimately 

how they provide support activities for their teachers.  

 The state of New Jersey has outlined more specific guidelines for mentoring, requiring 

that a mentor is assigned to every nontenured teacher in the beginning of the year for the 

duration of that year. A mentor teacher must provide observation and feedback and planned in-

person contact time for the novice teacher over the course of the academic year. Furthermore, the 

mentor teacher must meet with the nontenured teacher at least once a week during the first 8 

weeks of the teaching assignment and record those meetings as part of the district’s mentoring 

plan.  

 Research exists that points to induction programs as being an effective way to retain new 

teachers and thereby increase student achievement (Gujarati, 2012; Ingersoll & Smith, 2004; 

Ingersoll et al., 2014). By retaining teachers, school districts can save resources that could be 

spent in more beneficial areas. The continuity school district experience by retaining teaching 

staff year to year increases the opportunity for school reform and more effective student 

initiatives. This study explored and attempted to understand teacher perceptions of the induction 

process to determine its effectiveness as it relates to teacher retention and self-efficacy. 
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Purpose of the Study  

 The purpose of this study was to ascertain whether or not an induction program has a 

positive effect on new teacher retention and self-efficacy. The study determined the effectiveness 

of the current induction process as perceived by teachers, the perceived level of support and 

guidance needed by new teachers, and the effect the induction process had on their decision to 

stay in the profession and their sense of self efficacy in a rural school district in Northwestern 

New Jersey. The goal of this study was to determine specific areas in need of improvement in the 

development and implementation of the induction process as well as to identify areas that are 

perceived to be effective in providing support and guidance to new teachers. The research 

provided quantifiable data demonstrating the significance of an induction program on the 

retention and self-efficacy of new teachers.  

 Knowledge gained from this study may help to provide assistance to those interested in 

creating a comprehensive induction program that provides support and guidance to new teachers. 

It may also help to provide data that determines the areas a comprehensive and sustained support 

and guidance system for new teachers must include in order to be effective. 

Research Questions  

This study answered the following:  

1. What are teacher s perceptions after completion of a K-12, district specific, mentoring 

program?  

2. As a result of the N.J. Provisional Teacher Process mandate, were changes made to the 

district s program noted in the teacher s perceptions? If so, do the responses support 

research on mentoring programs? 
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In addition to the main research questions, this study looked at whether there are 

significant differences among elementary, middle, and high school teachers with regard to their 

perceptions of the induction process 

Theoretical Foundation 

 An important part of any induction program is the mentor-teacher relationship, so this 

study examined teacher induction from the perspective of leadership styles. Two styles of 

leadership that are most prominent in organizations are Transactional” and Transformational.” 

Transactional leadership, first described by Max Weber in 1947, focuses on the basic 

management process of controlling and directing followers through a system of rewards and 

punishment. It emphasizes short-term goals and rules and procedures and is generally narrower 

in scope (Bass, 1999). On the other hand, transformational leadership is more proactive and 

focuses on changing organizational culture by implementing new ideas, rather than just 

following the status quo. A leadership style that empowers a new teacher to go beyond the 

simple motivation of reward versus punishment, creates an environment that motivates new 

employees to seek intellectual stimulation and to explore their own leadership potential within 

the organization (Burns, 2010). A school district s philosophy of leadership plays a part in how 

the mentor teachers are trained and how they view their role as a support for a novice teacher.  

 This study also looks at new teacher induction through the lens of Maslow s hierarchy of 

needs. Abraham Maslow proposed that there are five stages in the hierarchy that need to be met 

in order to survive. The five needs, in order from lowest to highest are: physiological, safety, 

love/belonging, esteem, self-actualization (Maslow, 1943). The transformational leadership 

approach, when applied to induction programs in this study, ensures that the mentor teacher not 
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only supports the new teacher up through Maslow s hierarchy, but also provides continued 

support to help them transcend their own self-interests (Bass, 1999). 

 This study examined a new teacher s intrinsic level of self-efficacy based on Albert 

Bandura s Social Cognitive Theory. Bandura s (1993) research, points to the idea that teacher s 

beliefs in their personal efficacy to motivate and promote learning affect the types of learning 

environments they create and the level of academic progress their students achieve” (p. 117).  

Lastly, this study looked at the research of Malcolm Knowles (1973) and his use of the term 

Andragogy.” Knowles spoke about the four principles of andragogy as being:  

1. Adults need to be involved in the planning and evaluation of their instruction 

2. Experience provides the basis for the learning activities 

3. Adults are most interested in learning subjects that have immediate relevance and impact 

to their job or personal life 

4. Adult learning is problem-centered rather than content oriented 

 

Nature of the Study 

 This study used a quantitative approach in order to address the perceptions teachers have 

of the effectiveness of induction programs as a way to support and retain new teachers. A 

convenient and purposive sampling method was used to survey teachers, from a rural school 

district in Northwestern New Jersey. These teachers who are currently in their 1st, 2nd, 3rd, or 

4th year of teaching, were referred to as new teachers” for the purposes of this study. Teachers 

with 5 or more years of experience were referred to as “veteran” teachers for the purpose of this 

study. Approximately 400 prospective participants received the twenty-eight-question survey, 

which was a mixture of multiple-choice and open-ended questions and were filled out via Google 

forms. Each teacher received an email explaining the scope of the research study and a request 
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for their participation on a voluntary basis. The participants were asked for their consent prior to 

participating in the survey. The participants work in the same district as the researcher and teach 

either elementary, middle school, or high school. The survey used to gather research was 

borrowed and modified, with permission, in order to fit this research study (Arrowood, 2015). 

Identity and responses of the participants were kept anonymous and no specific identity data was 

collected. 

Definitions  

New or Novice Teacher:  Farrel (2012) believes a novice could be anyone who is teaching 

something for the first time. There is no consensus on how many years of teaching are necessary 

to end a novice stage (Karatas & Karaman, 2013).  

New Teacher Induction: Refers to a process of initiating teachers into their new role in a 

district. According to Angell and Garfinkel (2002), Induction should develop in new members 

of an occupation those skills, forms of knowledge, attitudes and values that are necessary to 

effectively carry out their occupational role” (pp. 4–5) 

Mentoring: Mentoring is a process that facilitates adaptation of novice teachers to real working 

conditions, increases their motivation, positive attitude to the teaching profession, and 

psychological comfort. It promotes effective interpersonal communication  and collaboration with 

teaching staff and administration.  

Self-efficacy: Based on Social Cognitive Theory (Bandura, 1993), self-efficacy is defined as a 

people s beliefs about their capabilities to produce designated levels of performance that 

exercise influence over events that affect their lives” (p. 2). Bandura described how teachers’ 

beliefs in their personal efficacy to motivate and promote learning, affect the types of learning 

environments that they create and the level of academic progress their students achieve. 



INDUCTION AND ITS EFFECT ON RETENTION 9 

 

Perception: A direct recognition of something; an intuitive insight; an understanding; a belief or 

opinion, often held by many people and based on how things seem  

Teacher attrition: The percentage of teachers at a given level of education leaving the 

profession in a given school year 

Teacher retention: For the purposes of this study, teacher retention refers to a field of research 

that focuses on how factors such as school characteristics and teacher demographics affect 

whether teachers stay in their schools, move to different schools, or leave the profession before 

retirement. 

Millennial: People who were born between 1982 and 2002 

Assumptions 

The assumptions of this study were: (a) the respondents gave accurate and honest 

answers and fully understood the questions being asked, (b) the respondents were able to 

remember specifics about the induction program in which they participated, (c) the survey 

provided data that was valid, measurable, and useful. 

Scope and Generalizability 

 Using Google Forms, this research study used a quantitative approach in order to gain an 

understanding of teacher perceptions on the effectiveness of induction in order to support and 

retain new teachers. Surveys were distributed to teachers in a participating school district in 

Northwestern New Jersey, serving grades K-12. The study focused on teachers in their first four 

years of teaching and teachers who have been teaching for five or more years. There was no 

guarantee as to how many participants were willing to complete the survey. The analysis of the 

collected data can potentially add to the existing body of research and serve as a study that 

includes a different demographic than in most previous studies. The findings of this study could 
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also potentially provide information and research for districts looking to improve the support and 

guidance structures they have in place 

Limitations 

The limitations of the study included the following: 

1. The survey was based on self-reporting using a five-point Likert Scale, which could 

result in biased answers and/or participants choosing a neutral answer. 

2. The survey was voluntary, which could have led to decreased participation. 

3. The participants may have misinterpreted or not understood the questions or scales in the 

survey. 

4. Due to the researcher s position of authority in the district, participants may have decided 

to choose biased answers for some questions. 

Significance 

Teachers who are new to the profession are faced with many challenges, most of which 

they were not prepared for during their pre-teaching instruction. It has been said that teachers 

have two jobs, they are teaching and they are learning how to teach at the same time (Wildman et 

al., 1989). There has been extensive research suggesting reasons for the high rate of attrition for 

teachers in their first few years in the profession. There has also been extensive research 

suggesting that providing teachers with the support they need through a strong induction 

program, is an effective way to retain new teachers. There is limited current research, however, 

on what teachers entering the teaching profession identify as needing to feel supported and 

guided in their first few years of teaching. People who were born between 1982 and 2002 (Smith, 

2000), constitute the majority of teachers currently in the profession. Research points to the idea 

that these new teachers teach in an environment that is drastically different than that of other 
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generations. The rise of interconnectivity, globalization, demographic diversity, and other 21st 

century skills continue to change the landscape of schools. The increased accountability at the 

state and local levels, as well as the scrutiny from parents and other stakeholders, points to the 

fact that the induction programs needed to properly support these teachers, needs to be 

reexamined (Rodriguez & Hallman, 2013). 

 This study will add to the existing research, which examines the causes of teacher 

attrition of teachers new to the profession in the first few years as well as provide research 

examining the types of support teachers need currently in order to succeed in today s schools. 

Summary 

The demands placed on new teachers have significantly increased in the past decade. 

State and local mandates have led to increased accountability and responsibilities for the 

classroom teacher. Increased scrutiny and distrust from parents and communities has led to 

increased stress for teachers new to the profession. Additionally, the level of connectivity and 

globalization, and the need to demonstrate and teach 21st century skills as part of the curriculum 

already in place, can leave new teachers feeling lost at sea” (Johnson, 1990; Johnson & 

Birkeland, 2003). For these reasons, and others, the teaching profession has experienced higher 

teacher attrition rates than other professions. Studies have shown that teachers in their first few 

years of teaching are more inclined to leave the profession, which causes school districts to have 

to replace them which then causes a cultural and financial hardship for the district. Increased 

attrition rates also affect the morale of the staff which, in turn, affects student achievement 

(Lindqvist et al., 2014). It is in a school district s best interest to examine this and take steps to 

increase teacher retention.  
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 Teachers who are new to the profession need more support and guidance than more 

experienced teachers. Teachers who are new to the profession also need ongoing support that 

extends past the first year and helps them to grow as educators. There is a plethora of research 

suggesting a comprehensive induction program with an ongoing mentoring component is an 

effective way to retain new teachers by supporting them in their first few years of teaching. 

Ascertaining and addressing the needs of new teachers can help them not only adjust to the 

profession but help them to become part of the culture of their district.  

 This study determined the current induction practices and level of support needed as well 

as the new teacher s perceived self-efficacy. The study also examined the difference between the 

two as a way to identify the key components needed to effectively transition new teachers into 

the profession.    
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Chapter 2: Literature Review 

An effective teacher is perhaps the most important factor in producing consistently high 

level student achievement.” (Wong et al., 2005, p. 379) 

 For decades, researchers and theorists have looked at the merits of mentoring new 

teachers and have agreed that it is the most effective way to provide a novice teacher with the 

support needed to survive and thrive in the first few years of teaching. From the moment a 

teacher accepts the job in any district, the experiences they face helps to mold what type of 

teacher they will become. It is no secret that the attrition rate for novice teachers in the first few 

years of teaching is higher than other professions and it is no secret that as more and more 

teachers reach retirement age, schools in the United States are becoming populated by teachers 

who are new to the profession. Ingersoll (2001) said that all professions have turnover, and to 

some extent it is good to bring in young and fresh ideas, but turnover in teaching is about four 

percent higher than other professions (Riggs, 2013). If veteran teachers are retiring and novice 

teachers are not staying in the profession, it stands to reason that there is, and will continue to be, 

a shortage of effective teachers in schools (Ingersoll, 2001). Schools need to develop ways in 

which to increase retention rates for novice teachers. Developing programs through which these 

teachers get the sustained guidance and support will help them stay in the profession and, more 

importantly, help them to become confident and effective teachers who are able to consistently 

produce high level student achievement (Hattie, 2009). 

 This can be achieved by developing a new teacher induction program that not only 

introduces the novice teacher to the profession in a comprehensive, logistical way, but also 

provides the support that is necessary in the first few years of teaching both inside and outside of 

the classroom (Kang & Berliner, 2012). 



INDUCTION AND ITS EFFECT ON RETENTION 14 

 

 A substantive, thorough, sophisticated literature review is a precondition for doing 

substantive, thorough, sophisticated research” (Boote & Beile, 2005, p. 3). As such, this 

literature review was organized into five sections. Section 1 provides a historical context of new 

teacher support programs in order to better understand state standards and why a need has 

developed for such programs. It also looks into the theoretical frameworks that supported this 

study and how they relate to novice teacher self-efficacy and adult learning. Section 2 discusses 

teacher retention and attrition and how both affect the overall morale and credibility of the 

organization. Section 3 reviews the literature that identifies the merits of effective induction 

programs and comprehensive mentoring programs. Section 4 reviews literature that discusses the 

types of support novice teachers need. Finally, Section 5 provide a summary to connect themes 

present throughout the literature reviewed. 

History and Background 

 As early as the 1960 s, teacher shortages have been predicted and identified as a problem 

in the United States. James Conant is said to have begun the discussion surrounding novice 

teacher induction programs. In his 1963 report, The Education of American Teachers, he speaks 

about beginning teachers not receiving proper support before entering the classroom. This was 

related, in part, to insufficient teacher education programs that focused more on theory and failed 

to provide practical experience (Richardson, 1963). In 1963, the National Education Report on 

Teacher Supply and Demand determined that the rapid turnover, coupled with the increased 

enrollment in schools, contributed to creating vacancies for over 118,000 qualified teachers 

(National Education Association, 1963). However, even though there was a great need for 

teachers, there was a serious imbalance between the number of actual jobs available and the 

fields for which students were prepared (Woodring & Scanlon, 1963). As college students in 
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teaching programs graduated and started to look for positions in their specific field of study, this 

imbalance became apparent. A shortage of teachers did not mean that classrooms were not 

staffed, it meant that positions prospective teachers were preparing for might not be the position 

that schools were trying to fill. High schools saw an increased demand in math, science, and 

foreign languages for example, but experienced a lower demand in other subject areas. The 

positions that were in high demand were often filled by transferring experienced teachers, 

already working in the primary grades, into those positions which meant that the vacancies 

shifted to the lower grades. Because of this shift in staff, teachers who were preparing for careers 

in secondary education were not able to fill the elementary positions that were opening 

up. Conant s (1964) report recommended four types of support for beginning teachers that might 

alleviate the “shock” experienced in the first year of teaching—a reduction in teaching load, 

assistance in gathering instructional materials, mentorship, and less challenging classes for new 

teachers. 

 In the 1980 s, the teaching profession began to get more and more attention as lawmakers 

and policy makers began to see changes in recruitment and retention practices in school districts. 

Many reports in the early 1980 s publicized this change and warned of “the crisis in teaching” 

(Darling-Hammond, 1984). The quality of education in schools was in jeopardy because of the 

exodus of the current population of highly qualified staff as many teachers began to retire. This 

exodus of highly qualified” staff, coupled with the fact that many younger teachers were leaving 

for other professions, resulted in teachers entering the profession who were less academically 

qualified than the teachers they were replacing. One of the most substantial changes to the 

teaching profession had to do with the growing number of opportunities available to women in 
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the 1970’s and 1980’s. By 1981, only 17% of women who received bachelor s degrees received 

them in education. That was down from 36% (Darling-Hammond, 1998). 

 It became more and more apparent that schools needed to find ways of keeping effective 

teachers in the profession and to figure out what conditions caused new teachers to leave. 

Conant, in his 1963 report, mentioned types of support that school boards were failing to give 

teachers entering the classroom. Reduction in teaching load for the new teacher as well as a 

mentor teacher, assistance in gathering materials, and giving new teachers fewer challenging 

classrooms are some of the supports suggested and have formed the basis of many induction 

programs to date (Zeichner, 1979). While the work of James Conant brought much needed 

attention to the topic of new teacher preparation, before and after employment, and the supports 

that were needed to support novice teachers, it was not until the 1980 s that institutions really 

started looking at induction programs and the needs of new teachers (Darling-Hammond, 1995). 

 Research on teacher retention and attrition has been done over the past thirty years using 

different design and analysis methods, in different decades and even different countries, but the 

results have shown to be almost identical (Elias, 1980). The problems of beginning teachers stem 

from many different areas. A common theme seen throughout is the lack of support new teachers 

receive when they begin teaching. The types of support new teachers need have been separated 

into two categories: instructional-related and psychological support (Gold, 1996). The former 

dealing with knowledge and skills needed to teach and the latter referring to the sense of self 

efficacy the novice teacher begins to develop.   

 Over the past few decades, teacher mentoring programs have become one of the most 

prevalent forms of teacher induction (Fideler & Haselkorn, 1999). Huling-Austin (1990) 

provides a formal definition from which to work, “Induction is a planned program intended to 
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provide systematic and sustained assistance to beginning teachers for at least one school year” 

(p. 2) At the top of the list, when identifying different challenges a beginning teacher faces, is 

classroom discipline and classroom management. Induction programs were developed to bridge 

the gap between inadequate teacher education programs and actual classroom teaching (Elias, 

1980; Macdonald, 1999). Research suggests that comprehensive induction programs that span 

multiple years directly affect the rate of attrition for new teachers and accelerate professional 

growth, which in turn will improve student learning (Goldrick et al., 2012). Despite the research 

over the past 30 years, a 2012 report conducted by the New Teacher Center of all 50 states, using 

data from the 2010-2011 school year, found that only 27 states required some type of mentoring 

program but only three states required multi-year support and provided dedicated funding for 

such programs. The details of the programs in each of the states vary and the development of 

these induction programs is usually left up to the school district. This leads to much diversity, not 

only from state to state but also from district to district within the same state.  

In a more recent report by the New Teacher Center (Goldrick, 2016), that nearly mirrored 

the 2012 report, the NTC, taking policy changes into consideration, found that states have not 

made much progress offering support for new teachers. Using data from the 2015-2016 school 

year, the NTC found that while 29 states now require support programs for new teachers only 15 

states carry that support past the first year. They also found that only 16 states provide dedicated 

funding for the support of new teachers and induction programs.  

 While many states and districts are currently moving towards creating programs that will 

support and hopefully retain new teachers, there is a variance in structure and intensity from state 

to state and, quite often, from district to district within the same state. Most induction mandates 

are not centered around “teacher learning” and most lack the resources and funds to support the 
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program (Feiman-Nemser et al., 2005). Research points to the fact that the types of support new 

teachers need are common, regardless of the state or setting in which they teach. New teachers 

have two jobs to do; they have to teach first and foremost, but they also have to learn to teach 

(Scherer, 1999). Throughout this process the new teacher quite often begins to develop strategies 

and practices that will enable them to survive. A comprehensive induction program should help 

the new teacher to develop research-based practices and begin to also develop their own unique 

teaching methods (Moir & Gless, 2001). Darling-Hammond (1998) said that teaching should be 

structured like a residency in medicine with teachers regularly consulting an experienced teacher 

in order to receive advice and feedback” (pp. 11–13). New teachers are also adult learners. They 

have different strengths and weaknesses and different work environments call for different types 

of support. New teachers and veteran teachers alike need to be taken seriously as learners, or we 

run the risk of designing programs that reduce stress by addressing immediate concerns and 

problems but fail to develop the new teacher as an individual” (Feiman-Nemser et al., 1999, pp. 

14–17). 

Theoretical Framework 

 In order to examine new teacher support programs and their effectiveness in supporting 

novice teachers, one must consider the best environment and conditions for that support. This 

study was based on theories surrounding effective mentoring programs leading to teacher 

retention and success in the classroom. It looks at mentoring and induction programs through the 

lens of Malcom Knowles adult learning theory, Albert Bandura s Social Cognitive Theory, and 

the concept of transformational leadership.  
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 The term andragogy was used by Malcolm Knowles (1973), referring to the art and 

science of adult learning. Knowles came up with four Principles of Andragogy” (see Figure 1) 

that help to describe what adult learners need. 

Figure 1 

Principles of Andragogy

 

Knowles’ work also yielded five assumptions about adult learners. As a person matures: 

• That person s self-concept moves from being dependent to being self-directed.  

• That person accumulates experience that becomes a resource for learning.  

• That person s readiness to learn becomes increasingly related to social roles. 

• That person s perspective changes from subject-centered learning to problem-solving.  
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• That person s motivation to learn is internal. (Knowles, 1973) 

 When examining induction programs and mentoring programs for new teachers it is 

important to understand that adult learners have different needs and bring different experiences 

that affect the way they learn. Knowles’ (1973) research points to the idea that because learning 

is a change in human disposition or capability” (p. 5). It cannot be assumed that adult learners 

are able to flourish in learning situations without the proper support in place (Knowles, 1973). 

Research by Carl Rogers, following the same reasoning, explains a basic hypothesis” when 

considering the adult learner: 

• We cannot teach another person directly; we can only facilitate learning.  

• Every individual exists in a continually changing world of his or her own experiences.  

• A person learns most effectively when he or she perceives the learning as being integral 

to his or her betterment or survival.  

• A person can learn significantly in an environment in which the perceived self-threat” is 

at a minimum. (Rogers, 1951) 

 Adult learners need different types of support in place in order to succeed. These supports 

will help to shape new teacher induction programs. This in turn will help to develop teachers 

who have the skills needed to survive and thrive in the classroom.  

 In order to create an environment so that learning can flourish, the type of leadership 

style that exists becomes very important. James MacGregor Burns (2010) is credited for first 

introducing the concept of transformational leadership, which focuses on the learner and what 

motivates them to achieve a higher performance level and, in the process, helps them to be 

leaders (Burns, 2010). Transformational leadership is centered around four basic factors, the first 

being trust. There must be a foundation of trust in the leader first and foremost. Motivation is the 
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second factor and it helps to identify and define a common vision from which to build. Thirdly, 

there must be an intellectual stimulation that challenges the learner to generate creative solutions 

to problems, and lastly, each learner must be treated as an individual contributor given access to 

mentoring, feedback, and growth opportunities (Kendrick, 2011). 

 A study done by Hauserman (2013) looked at principal leadership in effective schools 

and described transformational leadership as affecting performance long term. This is due to the 

fact that transformational leaders work to seek out new ways to do things, rather than operate 

within the confines and rules of the organization. This type of philosophy will often dictate the 

way the district views its responsibility to support new teachers and in turn, train mentor teachers 

who represent that philosophy. Kurland et al., 2010 (as cited in Hauserman, 2013), found that 

highly effective schools generally had transformational principals focusing on school vision. 

These leaders, more often than not, were able to create a positive learning culture for their staff 

as well as a strong support system for novice teachers.  

 In some studies, the data shows a distant correlation between teacher retention rates and 

certain factors that have an effect on the workplace environment (Loeb et al., 2005). In a study 

done by Ladd (2011), administrative and survey data is used on North Carolina schools to 

examine the relationship between teacher perceptions of their working environment and their 

intentions to remain in the field. She found that of all the working condition factors” considered 

in this study, the quality of school leadership was by far one of the most dominant factors (Ladd, 

2011). In a meta-analysis of 70 empirical studies dating back to the 1970 s, Waters et al. (2003) 

examined the effects of school leadership on a number of factors that ultimately have an effect 

on student achievement. The findings identify a substantial relationship between leadership and a 

number of key components such as culture, communication, flexibility, relationships, 
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affirmations. The most substantial of these components, yielding a .33 average effect size (AES), 

was situational awareness. The overall AES between leadership and student achievement was 

found to be .25. The student also examined perceptions of leadership responsibilities and the 

most significant related to supporting and empowering teachers (Waters et al., 2003) 

 Hewitt (2009) discusses a few different models for new teacher induction and stresses the 

importance of looking carefully at how new teachers are introduced to the district. The 

transformational model is rarely used in districts because of factors such as time, complexity, and 

funding. However, it is the most comprehensive and effective method by which to create an 

induction philosophy within a district because the focus is long term and you are creating a 

community of learners. As cited by Hewitt (2009), according to the NEA Foundation s definition 

of professional development, the transformational model provides one with a strong philosophy 

through which to deliver instruction and create an effective learning community (Ingersoll, 

2002). 

Teacher Retention  

 The cost of hiring and training new staff is a substantial one to any district and should be 

seen as an investment that will pay off, with interest, through years of service of effectively 

educating the districts students. Teacher turnover is an issue in schools across the nation and can 

be a significant cost to school districts. A report by the National Commission on Teaching in 

2009 places the national total cost of teacher turnover around $7 billion a year. A more recent 

report from the Alliance for Excellent Education, states that around 500,000 teachers leave their 

positions each year, which translates to about $2 billion in loss nationwide. (Haynes, 2014). The 

costs of teacher attrition are varied and difficult to measure. The costs of attrition for schools and 

school districts have been examined in terms of financial burden to the district, the continuity of 
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programs and student achievement (Hakanen et al., 2006). In their working paper discussing the 

cost of teacher turnover, Milanowski and Odden (2007) cited separation, replacement staffing, 

net replacement pay, training, and value of lost productivity as reasons for financial loss as a 

result of teacher attrition.  

 Schools across the United States are experiencing financial distress, and the added burden 

of the cost of replacing teachers due to premature attrition can be crippling for a district 

(Callahan, 2016). Teacher attrition can occur for many reasons. Isolation and lack of opportunity 

to collaborate has been identified as causes for decades (Goodlad, 1984). Research suggests 

(Ingersoll & Strong, 2011; Wong, 2002) that a strong teacher mentoring program, that is 

comprehensive and ongoing in nature, can work towards reducing the attrition rate in districts by 

better supporting new teachers. Research also suggests that when teachers participate in an 

induction program that includes mentoring components, they are more likely to feel committed 

to their job and have a higher sense of job satisfaction as a result (Ingersoll & Strong, 2011). A 

2017 study that investigated mentoring practices (Sparks et al., 2017), identified three main 

themes that had an effect on new teachers’ decisions to stay in the profession. These themes were 

also key components in the sense of support and efficacy they experienced. The most prevalent 

theme that was identified from the data was the positive connections and relationships that 

manifested throughout the mentoring program. The data showed that the strong feeling 

developed in the mentor-mentee relationship, as well as the strong sense of support, were key 

components in the overall success of the novice teacher. 

 The difference between being taught by a highly capable teacher and a less than capable 

teacher, according to the work of Hanushek (1992), can alter student achievement by an entire 

grade level in one school year. In fact, as far back as 1966, reports can be found that link teacher 
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characteristics and aptitude to student achievement, more than any other school resource. It is 

considerably more difficult to ensure that students are being taught by highly capable and 

effective teachers, given the teacher retention statistics in the first few years of teaching. 

According to a study done by the National Center for Educational Studies, 20% of all new 

teachers end up leaving the profession in as few as three years and that number is even higher in 

urban districts (Cataldi et al., 2011). Induction programs have been found to lower those 

statistics and according to the National Education Association, new teachers who participate in 

an induction program are more likely to stay in the profession. As cited in Brown (2003), an 

induction program that is comprehensive benefits the new teacher as well as the teachers and 

staff involved in supporting the new teacher.  

 In a study done by Ingersoll et al. (2014), preservice education and preparation were 

looked at as to whether or not they have any impact on beginning teachers leaving the teaching 

profession. This and other data show that teachers with more pedagogical training, practice 

teaching and feedback on their own teaching, were more likely to stay in the profession after the 

first few years. Ingersoll et al. (2014) noted that new teacher programs are important because 

there is a lack of pedagogical training pre-employment, as the focus is more on subject 

knowledge and knowing what to teach rather than how to teach. A study done by Kane and 

Francis (2013), examined areas of support most needed by a novice teacher, the gaps that exist in 

preservice preparation and the implications of the challenges new teachers face on the future of 

the profession. The study identified areas in which preservice teacher education is failing to 

prepare teachers who are entering the field. It showed that new teachers require support to 

examine their own beliefs and to develop their own philosophy and compare it to their vision of 

good teaching as well as the opportunity to develop the necessary tools to reflect on their 
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teaching. More importantly the study revealed that developing a professional learning” habit is 

important for the development of the new teacher and that many mentoring programs are missing 

an opportunity to train their mentor teachers to support that endeavor.  

 Student performance has also been directly linked with teacher quality. According to 

Ingersoll (2001), Ingersoll and Perda (2010), Ingersoll et al. (2011), and Ingersoll et al., 2014, 

school staffing problems are a result of a revolving door” and there has been a steady increase in 

new teacher attrition over the past two decades. 

   In 1987–88, the most common teacher in a public-school setting was a teacher with 15 

or more years of experience. By the end of the 2007-08 school year, the teacher workforce was 

predominantly teachers in their first few years of teaching (Cataldi et al. 2011; Ingersoll, 2012). 

See Figure 2. 
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Figure 2 

Increase of New Teachers From 1988-2008 

 

 With this trend of more beginning teachers than veteran teachers in the profession, the 

need to support these teachers becomes more and more important. In looking at data over the last 

decades, research shows that teachers leave the profession for a variety of reasons but the most 

commonly cited reasons have to do with dissatisfaction with working conditions, classroom 

resources, opportunities for development, input into decision making, school leadership, and lack 

of support or sense of community (Snyder & Dillow, 2015). 

 In a study done with 40 teachers of different teaching levels, locations, years of 

experience and backgrounds, were interviewed about what made them want to teach and if their 

expectations of the profession were being met. Data was collected pertaining to teacher 

education and preparation perceptions and experiences as well as perceptions of support on the 

job during Years 1–5. Many different themes were identified during this study as factors that 

come into play when deciding to stay in the teaching profession. Keeping a healthy life/work 
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balance was something that many of the new teachers in this study identified as being hard to do 

as a new teacher. The teachers in this study who had a mentor or other support system through 

which they were able to get some guidance in how to achieve that balance, expressed a more 

positive first year experience overall. The importance of a supportive relationship was a common 

theme throughout this study. The mentoring component is something that should not be 

overlooked in an induction program. A sense of belonging due to the level of support the new 

teacher felt, also played a role in decisions to stay in the profession as well as the level of success 

they saw in their first years. Support was shown to come in a variety of forms but a common 

theme was the support the new teachers had from collaboration and other such relationships 

during their first few years. Feeling values for the contributions they made helped their overall 

sense of efficacy (Clandinin et al., 2015). Identifying factors that contribute to attrition helps to 

find strategies to use in developing support programs to increase the retention of new teachers. 

Merits of a Comprehensive Induction Program 

 A teacher s first year experience is said to be the most difficult time in their career 

(Gavish & Friedman, 2010). Authors and researchers have described the novice experience as 

“trial by fire” and sink or swim” (Lawson, 1992; Lortie, 1966; Pataniczek & Isaacson, 1981). 

Novice teachers are leaving the profession because they experience the most negative aspects of 

teaching without ever really getting to experience the positive (Johnson, 1990). In order to curb 

new teacher attrition, many districts put new teacher support programs into place. Having 

support programs in place, however, that lack certain important elements, may not be sufficient 

enough to keep new teachers in the profession (Clark, 2012). 

 Creating a positive induction experience can be crucial to the change in thinking that sees 

all teachers, especially those in the first few years of their career, as learners. Teachers who are 



INDUCTION AND ITS EFFECT ON RETENTION 28 

 

new to the profession not only have to learn what to teach, but at the same time they are learning 

how to teach (Halford, 1998). Scherer (1999) defined support as a responsive stance towards 

beginning teachers whose problems, needs and concerns justify having a mentor teacher. In a 

review of literature on beginning teacher induction, Gold (1996) identified two categories of 

support: the former deals with the knowledge, skills and strategies needed to be successful in the 

classroom, and the latter deals with a sense of self.  

 Instructional support can come in many forms but the most effective provides the novice 

teacher with logistical information about their assignment, the curriculum they are teaching and 

the ideologies and philosophy of the district (Martin et al., 2016). Support from the 

administration and other teachers in the same department with similar teaching assignments, can 

be beneficial to the novice teacher as they begin to learn more about the profession and about 

their specific role. Guidance from building administration especially is paramount to the sense of 

belonging a new teacher feels and can combat the sense of frustration that is common in new 

teachers (Hauserman, 2013). Most induction programs focus on instructional support without 

providing the psychological support that is needed (Goldrick, 2016). In an article that addresses 

the question of new teacher s perception of their work environment and their feelings of stress 

and discontent throughout their first year of teaching, it was found that high stress levels and 

mental exhaustion were among the key factors behind feelings of failure and burnout” (Gavish 

& Friedman, 2010). In the same study, teachers who had the opportunity, through a mentor 

program or other support structure, to commiserate and vent” about the frustrations they felt 

about students’ issues or parent issues or any other aspect of the profession that requires mental 

prowess rare in a new teacher, reported feeling less stressed and felt they were able to perform 

better as a result.  
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 Fuller suggested that new teachers move through developmental stages of concerns that 

can be predicted. Programs that are developed with these stages in mind, help to provide new 

teachers with appropriate support at the appropriate time. Pre-service education programs often 

lack a practical application component leaving new teachers unprepared for the realities of the 

classroom (Halford, 1998). Fuller s research showed that new teachers were concerned about 

their classroom control and their own content adequacy. His study also found that teachers were 

initially concerned with their teaching situation and classroom management. He concluded that 

the concerns in the beginning were more self-centered. As the year went on, he found that 

concerns about the students and the learning process were more frequent. This shift in concern 

represents a need for the support system to be flexible enough to adapt to the new teachers’ 

needs as they change throughout the year.  

 More recently, Moir (2001), suggested that teachers go through 5 different stages of 

development in their first year. The anticipation phase, which begins in pre-service preparation 

and carries into the first few weeks of teaching. The survival phase depicts a period in which the 

new teacher becomes consumed with the workload, continuing to be unsure of themselves and 

just trying to keep up with everything. The disillusionment phase occurs when, after a stressful 

startup period, the new teacher begins to question their effectiveness and overall commitment to 

the profession (Duggan et al., 2017). Rejuvenation and reflection are the last two stages 

identified over the course of the first year, but many new teachers get frustrated before that. 

According to Moir and Gless (2001), it is essential to assist new teachers in each of these stages 

with appropriate” support. 

 In order for a new teacher support program to effectively meet teachers’ needs, it has to 

move past what is generally done. With only 29 states requiring support programs for new 
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teachers, and only 15 of them carrying that support past the first year (Goldrick, 2016), teachers 

who are new to the profession are still left on their own in many districts. This increases the 

possibility of districts experiencing high rates of attrition, making it difficult to keep qualified 

teachers in the classroom. Consistency and continuity of the staff benefits the students and makes 

it easier to implement programs and initiatives to support student learning (Ingersoll & Smith, 

2004).  

 Typically, the most basic of support programs focus on the survival stage and provide 

initial support for entry into the district and the classroom, but do not offer support much beyond 

that (Kelley, 2004). Workshops and administrative tasks are usually the focus, and the induction 

program usually lasts 2 or 3 days, before the start of school (Gujarati, 2012). According to Brock 

and Grady (2001), Teaching is one of the few professions in which the least experienced 

members face the greatest challenges and have the most responsibilities” (Sparks et al., 2017, p. 

11). Induction programs have a high success rate in retaining new teachers when the support is 

comprehensive and does not stop after the first year. Support should continue into the teacher s 

second and third years and even beyond. Research done by Nielsen et al. (2006) suggests that 

mentoring programs can achieve high retention of beginning teachers if the mentoring program 

is structured, focused on professional development and collaboration is present (Sparks et al., 

2017, p. 8). It is also important to note that mentoring” and induction” are often used 

interchangeably, but are not the same. The terms mentoring and induction cannot be used 

interchangeably. Mentors are important, but they are only one component of the induction 

process” (Wong, 2010, p. 43).  

 The term mentor” originated in Greek mythology and means wise adviser, intimate 

friend who is also a sage counselor.” For a mentor to be effective, there has to be thought put 
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into the mentor and mentee relationship as well as the training the mentor teacher receives. 

Wong et al. (2005) stated that seldom are mentoring pairs anything but haphazard. They are 

driven by the schedule and are often not people who really know the subject that the individual is 

teaching” (p. 44). Mentoring programs can vary from a single meeting at the beginning of the 

year to a high structured schedule involving frequent meetings over many years. It is ideal, 

however rare, for the mentee and the mentor to be provided with release time or even the same 

periods off during a day in order to collaborate and reflect. The mentor teacher also needs to be 

trained to provide the support a new teacher needs and the most effective ways in which to give 

that support. 

 New Teacher’s Needs 

  The talents and needs of this generation of teachers are different from generations before 

in that they are more globally minded, more technologically advanced, and more focused on 

collaboration. Many teachers in the workforce today were born between 1980-2000. By 2025, 

nearly half of the workforce in the U.S. will be composed of people born after 1981 (Hodges, 

2016; VanGorp, 2015). Research points to these areas in which this generation of new teachers 

would need support in the workplace. They expect good relationships, feedback, and open 

communication from supervisors (Lockwood et al., 2009). A sense of community and belonging 

is important and motivates this generation of teachers to seek out leadership roles in their 

building (Gursoy et al., 2008; Martin et al., 2016; Martin & Mulvihill, 2016). The structure of the 

work environment is important and many new teachers prefer to work in teams due to the 

support they receive and the sharing of ideas such an environment creates.  

 Womak-Wynne et al. (2011) stated that the mentoring process combined with an 

effective induction process, can provide, at a minimum, year long nurturing and support for the 
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beginning teacher” (p. 3). A study done that examined the perceptions of elementary beginning 

teachers with regard to the support they received in their first year, shows that common planning 

time with a mentor was one of the most helpful of the support they received (Clark & Byrnes, 

2012). Vygotsky (1978), an advocate of Sociocultural Theory (SCT), indicated that the origin of 

knowledge construction should not be sought in the mind, but in the social interaction co-

constructed between a more and a less knowledgeable person” (Shabani, 2016, p. 2). Assigning a 

mentor, however, does not ensure the effectiveness of the relationship. Without proper planning 

and sufficient resources, it is difficult to see positive results.  

 A mentor s psychological guidance works to strengthen self-esteem and confidence 

(Yirci, 2017). For this reason, a strong mentor needs to be committed to the role of mentoring 

and, above all, be accepting of the beginning teacher. An effective mentor also needs to be 

skilled at providing instructional support, needs to be effective with interpersonal relationships, 

and be optimistic (Rowley, 1999).    

 In order for a mentoring program to be successful, some factors need to be taken into 

consideration. First, school leaders need to create supportive environments for beginning 

teachers. Second, the mentoring program has to include a piece to train potential mentors to 

address the specific needs of the beginning teachers. Third, schedules need to allow for mentor 

teachers and beginning teachers to have common planning time every day in order to meet and 

reflect on classroom experiences. Lastly, the teachers chosen to be mentors need to not only be 

willing to mentor but also must meet certain criteria to ensure the relationship is effective 

(Gholam, 2018). 
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Summary and Conclusion 

 The retention rate for teachers has been an issue for many years. New teachers are among 

the most likely to articulate feelings of frustration, stress, isolation, and ineffectiveness in their 

first few years on the job (Ingersoll et al., 2014). These feelings compound and intensify when 

there is not a proper support system in place to help new teachers navigate their first few years. If 

support systems are not in place, districts run the risk of high attrition rates which can have a 

negative effect on their schools financially and academically (Carroll, 2007). Districts also run 

the risk of their schools experiencing a lack of continuity, which can lead to programs and 

district initiatives being hard to implement. All of this can lead to a poor culture and climate in 

the school resulting in low staff morale, which ultimately affects student achievement (Ingersoll, 

2012).  

  The needs of this generation of beginning teachers are different from the needs of 

generations before. This generation thrives on global connectivity, community engagement, 

communication, focused and involved leadership, and professional development opportunities 

(Hodges, 2016; Rodriguez & Hallman, 2013; Smith, 2000). A common theme that is abundant in 

the literature and studies for decades is a need for a comprehensive, collaborative, and sustained 

program of induction with a strong mentoring component (Gujarati, 2012; Wong, 2010). 

Mentoring is said to be one of the most critical aspects of any induction program. A good mentor 

can provide a new teacher with support that is technical in nature but can also provide the 

psychological support teachers who are new to the profession need (Scherer, 1999; Wong, 2002; 

Wong et al., 2005). The absence of a mentoring component or a mentoring component that is not  

structured appropriately can be detrimental to an induction program that needs to provide a new 

teacher with a support base and a comfortable environment in which to learn. Research has 
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shown that there is a relationship between the mentoring relationship and the retention of 

beginning teachers. There is also extensive research that looks at the specific strategies used by 

mentors and how effective those strategies are on the retention of beginning teachers. There is a 

gap in the research, however. There is room for much more research that explores the specific 

activities that take place during the mentoring and induction process and how valuable they are 

as perceived by the beginning teacher and how much of an impact they have on the decision to 

remain in the field. Policymakers, teacher associations, and school leaders, as well as new 

teachers, promote mentoring programs, yet there is little research to document what new teachers 

experience in them (Kardos & Johnson, 2010). 

 Induction is about building teacher expertise to have a great impact on learners. It is 

getting new teachers to become more active in the profession by taking responsibility for their 

own development and better managing the personal demands of the role. For new teachers, a 

great induction experience can assist them in managing their career development and well-being 

and help their transition from the beginner to the proficient career stage by giving them an 

opportunity to learn, practice and refine their teaching with support and guidance. It can also 

increase their sense of belonging to the profession letting them feel more supported and 

sustaining their enthusiasm over the long term. Investing in induction means that the education 

community at large will benefit.  

 There is a wealth of research demonstrating that high quality induction can have a 

dramatic effect on the transition process for new teachers. It strengthens new teachers’ skills and 

knowledge and expands their teaching repertoire. It can improve job satisfaction and create a 

greater commitment to the role. Effective induction reduces a new teacher's likelihood of leaving 

the profession. Something, which research has shown, that commonly happens in the early years. 
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The focus of induction should cover professional practices, professional identity and well-being, 

as well as orientation. It is a responsibility shared across the profession with everyone able to 

contribute. Not all induction programs are identical and high-quality induction is just one phase 

in the journey of career long professional learning. Effective induction brings out the best in new 

teachers, ensuring that they have the opportunity and support they need to make a positive 

difference in their students' lives. 
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Chapter 3: Research Method 

 The purpose of this study was to ascertain whether an induction program has a positive 

effect on new teacher retention and self-efficacy. The study determined the effectiveness of the 

current induction process as perceived by teachers currently in their first four years of teaching 

of teaching, the level of support and guidance needed by those teachers, the effect the induction 

process has on their decision to stay in the profession, and their sense of self efficacy in a rural 

school district in Northwestern New Jersey. The data was also used to compare the perception 

with the perception of teachers at the elementary, middle, and high school levels. The goal of this 

study was to determine specific areas in need of improvement in the development and 

implementation of the induction process as well as to identify areas that are perceived to be 

effective in providing support and guidance to new teachers. This research sought to provide 

quantifiable data demonstrating the significance of an induction program on the retention and 

self-efficacy of new teachers.  

Setting 

 The setting for this study was a northern New Jersey school district serving Pre-K 

through Grade 12. The population of the district is about 3,500 students and the survey was 

distributed to approximately 400 staff members, 102 of whom completed the survey. The district 

is classified by the New Jersey Department of Education as being in the District Factor Group 

(DFG) “I”, which is the second-highest of the eight groupings. A (DFG) is an indicator of the 

socioeconomic status (SES) of the school s population. DFG s organize districts statewide to 

allow comparison by common socioeconomic characteristics of districts in the state. They were 

developed in 1975 for the purpose of comparing students performance on statewide assessments 

across demographically similar school districts. From lowest to highest, the categories are A, B, 
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CD, DE, FG, GH, I and J. The categories are updated every ten years when the Census Bureau 

releases the latest Decennial Census data. (State of New Jersey Department of Education 

[NJDOE], n.d., p. 1). 

Research Design and Rationale 

 The research design consisted of an electronic survey/questionnaire. This measurement 

tool was adapted, with permission, from a survey used by Dr. Bradley Arrowood in his study of 

the relationship between a new teacher induction program and the retention of new teachers in 

the North Carolina public school system (Arrowood, 2015). The aim of survey research is to 

study relationships between specific variables, which are identified at the outset of the research 

and stated as either a hypothesis or a research question” (Pickard, 2017, p. 111). The variables of 

this survey, as indicated by the research questions outlined in Chapter 1, was analyzed using the 

data gathered by the online survey. The distribution of the survey electronically allowed for the 

data to be collected quickly from a large population in the most effective and efficient way 

possible. Collecting data in this way can also increase the response rate which can, in turn, result 

in a more valid analysis of the data (Greenlaw & Brown-Welty, 2009).  

 The value of data collection using an online survey tool, such as Google Forms, lies in its 

free and efficient nature. The data collected was aggregated and analyzed and the participants’

responses were recorded automatically into Google Sheets for optimal organization. Harlow 

(2010) explained that, because online surveys provide the ability to transfer survey responses 

directly into a database, transcription errors are eliminated” (p. 98). 

 This study examined the perceptions of the current induction program for new teachers in 

a Northeastern school district as perceived by teachers in the district. The study looked at the 

perceptions of teachers in the district as to whether or not the induction program they 
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experienced had an effect on their sense of efficacy and success as a teacher as well as their 

decision to stay in the profession past their first few years. The population spanned five buildings 

and represented teachers in elementary, middle, and high school. The participants’ participation 

in an induction program varied depending on the practice and induction philosophy in the district 

when they were hired. The participants’ participation in a mentoring program also varied due to 

the philosophy in the district pertaining to a mentoring program when they were hired.  

The researcher chose participants using a sample of convenience, which relied on data 

collection from population members who were conveniently available to participate in the study. 

Convenience sampling is a type of sampling where the first available primary data source will 

be used without additional requirements” (Business Research Methodology, n.d., para. 2) 

Approximately 400 employees were invited to participate in the survey, consisting of male and 

female teachers at the elementary, middle, and high school levels. An advantage of convenience 

sampling is that it can be used by almost anyone in most situations. It is extremely easy and cost 

effective causing it to be an attractive option (Anon, 2019). Convenience sampling was relevant 

for this study due largely to the fact that the population was homogeneous. 

Procedures 

 The recruitment process began by obtaining permission from the district s 

superintendents to survey employees of the district. Once permission was obtained, the 

researcher sent an informative, introductory email to the staff in all of the district s schools 

explaining the purpose and procedure for the survey. The survey was sent to all staff in each of 

the district s five schools so that the data could reflect the district perception of the induction 

program offered and the effect it had on teacher effectiveness and retention. The participants in 

this study had different years of experience, taught different ages, and had different work 
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experience depending on their teaching assignment. The online survey was designed to be 

anonymous with the only identifiers being each participant s building assignment, years they 

have been teaching in the district, and their role in the district. The decision to keep the survey 

anonymous was made to ensure all data gathered was open and honest and the participants would 

be able to provide an accurate perception of the induction experience. The volunteer participants 

received an email with an introductory letter, a request for consent, and the survey tool. 

Participants were made aware that participation was voluntary and that they could end the survey 

without submitting their answers at any time.  

 Participants completed a Google Form survey in an electronic format. The survey 

consisted of six sections with a total of 25 questions. Sections 1–5 used a multiple-choice format 

with a Likert scale rating scale. A Likert scale is a type of rating scale used to measure attitudes 

or opinions. Respondents were asked to rate items on a level of agreement on a scale of 1-5 with 

1 being strongly disagree” and 5 being strongly agree.” There was also a non applicable” 

choice for respondents who do not relate to the question asked. Section 6 required the 

participants to answer four open-ended format questions. In this section, the participants were 

given the opportunity to expand on ideas and themes they felt needed more explanation. These 

open-ended responses served to enrich the data analysis and provide a deeper insight into the 

teachers perception of the district s induction process.   

 After the data from this survey was collected electronically via Google Forms and 

recorded anonymously, it was then aggregated across categories depending on the longevity and 

location of the participant. The survey did not collect emails from the participants and no other 

identifying data was obtained.  
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Instrumentation 

 The vehicle through which the survey tool was disseminated was an online survey via 

Google Forms. The survey included a detailed letter describing the tool and its purpose. It also 

included an option of refusal as participants were asked for their consent prior to taking the 

survey. If a participant decided not to participate in the survey, they indicated by checking no” 

for the consent question and the survey was terminated. Descriptive questions were used to 

ascertain each participant s role and longevity and current grade level teaching assignment in 

order to aggregate the data for analysis.  

 The questions and the rating scales also allowed for commentary on perceived needs 

related to induction and mentoring in the district moving forward. Questions were designed to 

elicit responses pertaining to new teacher orientation, extended mentoring, ongoing professional 

development and support, mentor responsibilities, mentor training, administrator responsibilities 

and administrative support. 

 Table 1 refers to the type and number of questions as they pertain to the research 

questions in the study:  
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Table 1 

Numbers of Survey Questions and their Type 

 
Number of 

Questions 
Type of 

Questions 
Data Collection 

Research 

Question 

Section 1-

Identifiers 
3 Multiple Choice Demographic  

Section 2-

Induction 

Process 
4 

Multiple Choice, 

Likert scale 
Descriptive 1 

Section 3- 

Mentor Process 
11 

Multiple Choice, 

Likert scale 
Descriptive 1 & 2 

Section 4- 

Administrative 

Roles 
2 

Multiple Choice, 

Likert scale 
Descriptive 1 & 2 

Section 5-

Perception of 

Self-Efficacy 
1 

Multiple Choice, 

Likert scale 
Descriptive 2 & 3 

Section 6-

Teacher 
4 Open Ended Descriptive 1, 2 & 3 

 
Data Analysis 

 After the data collection process ended, the data was compiled into a Google spreadsheet. 

The data was then downloaded from the spreadsheet and analyzed electronically using the SPSS 

24.0 program. The data was converted, according to the participants’ answers to the survey, to 

ascertain a perception” score. Questions 4–21 were scored based on a Likert scale” answer and 

Questions 5 and 12 were scored based on how many choices were checked. Table 2 shows the 

perception” score conversion chart: 
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Table 2 

Google Forms Survey Perception Score Conversion Chart  

Question # Response Conversion 

Q4-Q21 Strongly Agree 5 

 Agree 4 

 Neutral 3 

 Disagree 2 

 Strongly Disagree 1 

Q5 and Q12 6 checks 5 

 5 checks 4 

 4-3 checks 3 

 2 checks 2 

 1 check 1 

 
 

 The data was analyzed using one-way analysis of variance (ANOVA) tests to determine 

differences in perceptions of the current induction practices and the effectiveness of those 

practices, between the different grade levels. The analysis of variance tests was also used to 

determine what effect, if any, the current practices had on the teachers sense of self-efficacy, 

between the different grade levels. In addition, the data was analyzed in terms of years of 

experience. 

 A one-way ANOVA was used to compare two means from two independent groups. A 

significant result meant that the two groups tested were unequal and that there is a statistically 
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significant difference. When conducting a one-way ANOVA, a value of .05 or less, tells the 

researcher that there is no statistically significant data.  

Threats to Validity 

 As previously stated, the survey tool was changed with permission in order to reflect 

current trends and specific practices within the school district used to obtain the data. These 

changes might have had an effect on the validity of the survey. Another threat to the validity of 

the survey is that there were more veteran teachers in this specific population than there are 

teachers who are in their first few years. 

 The survey included teachers from all of the buildings in the district and of different 

levels and years of experience. The district induction program the district had in the past could 

look different than the current induction program and the various iterations or absence of key 

components could have affected participants’ answers to the survey questions. Furthermore, the 

different buildings in the district could have different levels of support even if the induction 

program is the same. For instance, elementary and middle school teachers work closer together 

because of the structure of the schedule while the high school teachers might be more isolated 

due to being scheduled by subject area.  

 For these reasons, open-ended questions were included in the survey to ascertain different 

nuances and more in-depth responses in areas that might be neglected by Likert scale responses. 

Ethical Procedures 

 The researcher obtained a National Institutes of Health Protecting Human Research 

Training Certificate to ensure that the human participants were protected. In order to receive this 

certificate, the researcher took an online course that was designed to prepare investigators 

involved in the design and/or conduct of research involving human subjects to understand their 



INDUCTION AND ITS EFFECT ON RETENTION 44 

 

obligations to protect the rights and welfare of subjects in research. Overall, basic concepts were 

covered related to the protection of research participants. 

 A proposal was submitted to the members of the Internal Review Board (IRB) at 

Centenary University by the researcher prior to conducting the study. Upon receiving approval 

from the IRB committee, surveys were sent via Google Forms to the participants. Responses 

were collected anonymously, so that no identifying information was revealed. Research records 

in the form of Google form surveys are stored on an external hard drive and will be kept for three 

years. After three years, the results will be destroyed by deleting the file from the external hard 

drive. 

Summary 

 This chapter discussed the methods and procedures that were used by the researcher to 

gain insight into a district s induction program and the perceptions of effectiveness by the 

study s participants. Additionally, the purpose of the study was to determine the difference in 

that perception across staff at different levels of experience and at different grade levels. Chapter 

4 presents the data obtained from the survey as it pertains to the research questions outlined in 

this chapter. 
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Chapter 4: Research Findings 

Induction is about building teacher expertise so those who are new to the profession can 

have a greater impact on learners. It is about getting early career teachers to become more active 

in the profession by taking responsibility for their own development and better managing the 

personal demands of the role. Even today's very best teachers were once beginners, stepping into 

their first teaching roles. As beginners, they were full of potential with strong foundational skills 

but they had yet to acquire the confidence, the professional understanding and the diverse range 

of skills that define them today. For new teachers, a strong induction program can assist them in 

managing their career development and well-being, as well as help with their transition period by 

providing them with support and guidance. It can also increase their sense of belonging to the 

profession, allowing them to feel more supported and in turn solidifying their dedication to the 

profession.  

 The goal of this study was to identify specific areas in the current induction process in 

need of improvement as well as to identify areas of efficacy in providing support and guidance to 

new teachers. These areas include, but are not limited to, mentoring, mentor training, ongoing 

support, and the role of school administration. 

 This chapter begins with an overview of the analysis of the qualitative data collected 

from the 133 participants from a rural New Jersey public school district. The overview of the 

analysis includes the procedures within the analysis and a description of the demographic 

characteristics of the respondents who participated in the survey. 

Data Collection 

 Participant data was collected starting in February of 2019 and the survey closed for 

responses on June 30, 2019. An email describing the survey and the research process was sent 
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out, along with the survey, and prospective participants had an option to decline participation at 

that time as well. The survey was anonymous so identifying information of the participants were 

not recorded. Four weeks after sending the initial e-mail, the researcher sent an additional request 

for participation to the same population. There were 102 respondents, 67 of whom responded in 

the first four weeks.  

 The instrument used to collect data was an online Google survey adapted with 

permission, from a study done in a North Carolina school district by Dr. Bradley Arrowood 

(Appendix A: Survey Instrument). The study done by Dr. Arrowood focused on the relationship 

between the new teacher induction program and retention rates in North Carolina. Additionally, 

study focused on the role of school administration in supporting new teachers throughout their 

first few years. Permission to adapt the survey tool in order to use it for this particular study was 

secured. The online survey consisted of 25 questions, of which three were demographic, 18 were 

multiple choice, and four were open-ended questions answered in narrative form by the 

participant. The survey questions were organized by theme to answer three specific research 

questions as mentioned in Chapters 1 and 3. The themes, shown below in Table 3, enabled an 

organized means of data analysis including analysis across themes. The majority of the questions 

were in reference to the mentor process and the support provided during the first few years of 

teaching.  
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Table 3 

Google Survey Themes and Related Questions  

Theme Related Survey Questions 

Section 1- Identifiers 3 

Section 2- Induction Process 4 

Section 3-Mentor Process 11 

Section 4- Role of Administration 2 

Section 5- Perception of Self-Efficacy 1 

Section 6- teacher Opinions 4 

 

Research Study Participants 

 All research study participants were employed in the same school district located in rural 

New Jersey. This survey was anonymous and was given on a volunteer basis. 

 The sample size of this study was 105 participants. Of the participants, 77 (73.3 %) 

identified as classroom teachers, 13 (12.4%) identified as special services or guidance 

counselors, and 8 (7.6 %) were administrators.  
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Figure 3 

Respondents’ Roles in the District 

 Research participants were also categorized based on their years of experience in 

teaching and the grade level they currently teach. Of the 105 participants, 82 (78.1 %) said that 

they were in their 5th year or more of teaching and 23 (21.9%) said that they were in their 1st, 

2nd, 3rd, or 4th year of teaching. High school (Grades 9-12), middle school (Grades 6-8) and 

elementary school (Grades K-5) were represented at percentages of 33 (31.4%), 39 (37.1%), and 

33 (31.4%) respectively. For further clarification please refer to Tables 4 and 5: 
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Table 4 

Years of Experience 

Years of Experience Frequency 

> 5 years of teaching experience 23 

5 years or more of teaching experience 82 

 
Table 5 

Participants’ Grade Level Taught  

Grade Level Taught Frequency 

Elementary 33 

Middle School 39 

High School 33 

 
Data Analysis  

 The purpose of this study was to determine if a statistically significant difference existed 

in staff perception of the current induction program, between staff of different levels of 

experience and of different levels taught. This determination was made by examining the data 

gathered from the survey. These results were used to address the research questions mentioned in 

this study. The survey responses were entered electronically into Statistical Package for the 

Social Sciences (SPSS), a software program used for analyzing data and running statistical tests. 

 To correlate with the purpose of this study, and based on the work of Duggan et al., 2017; 

Ingersoll and Smith, 2004; Kane and Francis, 2013; Moffett and Tejeda, 2014, the researcher 

chose to relate questions to the induction process as a whole and specifically to ongoing support, 
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the role of the mentor, and the role of administration. The construct validity of this survey and 

this grouping of questions was based on input by teachers, educational leaders, and educational 

researchers identifying these areas as being important to teacher efficacy, effectiveness, and 

retention.  

 After taking into consideration the demographic information, the descriptive indicators 

and after analyzing the open-ended responses for similarities in theme, an overall perception 

score was given. With this perception score, the researcher looked at the difference between 

grade level taught and years of experience as they relate to the perception of the current 

induction program. A one-way ANOVA was used to compare the means from these two 

independent groups and determine whether or not a statistical significance existed. A statistically 

significant result means that the two groups tested are unequal and that there is a statistically 

significant difference. When conducting a one-way ANOVA, a value of .05 or less, tells the 

researcher that there is no statistically significant data.  

  Results   

 

 Results of the survey were used to analyze the questions that served as the basis for this 

study. The researcher sought to determine teachers’ perceptions after completion of a K-12 

district-specific mentoring program and whether or not the perceptions identified changes to the 

district s program as a result of the N.J. Provisional Teachers Mandate. The researcher also 

wanted to determine if there was a statistically significant difference between teachers of 

different grade levels and years of experience.  

 The researcher conducted a one-way ANOVA using the perception score (see Table 2) 

ascertained by the survey data to determine difference in perception of the induction program 

depending on the grade level taught. The elementary buildings and the middle school center 
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around a team-teaching approach so a new teacher might have a support structure already in 

place. The high school, however, is set up in a more traditional way that does not have a teaming 

structure in place. When comparing these three groups perception scores, the ANOVA test 

yielded F = 1.14 and a p-value of 0.32, which indicated that there is no significant difference in 

teacher perception of the induction program for teachers who teach at different grade levels. This 

might be due to the large number of teachers with 5 or more years of experience who 

participated in the survey. The researcher also conducted an ANOVA test to see if there was a 

significant difference in perception of the induction program between new and veteran teachers. 

The researcher separated respondents in their first year, respondents in their 2nd to 4th year, and 

respondents who have been teaching for 5 or more years. When comparing these three groups’ 

perception scores, the ANOVA test yielded F = .017 and a p-value of 0.98, which indicated that 

there is no significant difference in teacher perceptions of the induction program for teachers of 

different years of experience. The ANOVA results are represented in Tables 6 and 7. 
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Table 6 

ANOVA Comparing Perception Scores of Teachers Teaching Different Grade Levels 

Cases Sum of Squares df Mean Square F p 

Assignment 

 

323.086 

 

2 

 

161.543 

 

1.148 

 

0.321 

 

Residuals 

 

13932.404 

 

99 

 

140.731 

     

 

Note.  Type III Sum of Squares 

 

Descriptives - Perception Score 

Assignment Mean SD N 

1 58.636 12.321 33 

2 62.556 12.731 36 

3 59.061 10.311 33 
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Table 7 

ANOVA Comparing Perception Scores of Teachers with Different Years of Experience 

Cases Sum of Squares df Mean Square F p 

Experience Level 5.032 2 2.516 0.017 0.983 

Residuals 14250.458 99 143.944 

  

 

Note.  Type III Sum of Squares 

 

Descriptives - Perception Score 

Experience Level Mean SD N 

1 59.400 8.264 5 

2 60.533 9.538 15 

3 60.134 12.523 82 
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Induction Process 

 
 Section 2 of the research survey focused on teacher s perceptions of the current induction 

process and its effectiveness in helping to ease the transition into teaching. Participants were 

asked to identify important information that the induction process gave them as they were 

beginning their 1st year in the district. In order to gain an understanding of the staff perception of 

the current induction program and whether or not it was effective, participants were asked to rate 

how well the induction process eased their transition into the district and into the profession as a 

whole. This rating was based on a Likert scale of strongly agree, agree, neutral, disagree, 

strongly disagree, and not applicable. 

 In relation to this question, participants were also asked to identify specific areas of the 

district that they were introduced to during the induction process that helped to ease the 

transition into the district and make them feel more comfortable as they started the year. 

Respondents chose from a list and were asked to check all of the areas they perceived to be 

relevant. Of the 105 respondents, 56 (58.8%) said that they either strongly agreed or agreed that 

the induction program helped to ease their transition and 16 (16.8%) said they strongly disagreed 

or disagreed. Respondents also identified school leader and vision and mission statement as 

being the top two district areas on which the induction process provided information. For both of 

those questions a large number of neutral” responses were recorded. This could be attributed to 

the fact that there was a large number of veteran teachers represented in the data and induction 

programs through the years have not focused on the same things. This could also be attributed to 

the change in district leadership over the past 5 years causing changes in district focus. See 

Figures 4 and 5 for more information.  
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Figure 4 

The Induction Program Helped to Ease My Transition into the District 

 

 

Figure 5 

The Induction Program Helped to Familiarize Me in the Following Areas 
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 Employees who are new to the district should feel a sense of belonging and involvement 

with their colleagues. Opportunities to be part of collaborative activities are important in order to 

build a sense of trust among staff and create a more cohesive environment in which to work. Of 

the 105 respondents, 65 (68%) said they perceived that these types of activities impacted their 

effectiveness and overall sense of efficacy during their first year. Fifteen (14%) did not perceive 

the cooperative activities helped them to be more effective. Figure 6 shows that the majority of 

the respondents perceived collaboration with other teachers who were new to the district had a 

positive impact on their job performance. 

Figure 6 

Perceived Impact of Collaboration on the Differences of New Employees 

 

 The data shows that there is a perceived need for collaboration with other new employees 

and has a positive impact overall. It is important to note that 26.3% of the participants rated their 

perception as being neutral. The larger number of participants who were in their 5th or more year 

of teaching might play a role in the number of neutral responses due to different district 

philosophies of leadership in the past.  
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 Based on the survey responses, less than half of the participants, 46%, perceived the 

induction program had an impact on their effectiveness during their first year. Figure 7 shows 

that 20% of the participants did not perceive the induction program as having an impact on their 

first year and 33% were neutral.  

Figure 7 

Overall Perception of the Induction Program 

 

 The data in this section of survey questions shows that the perceptions of the induction 

program and its effectiveness is positive overall. The data, however, seems to trend to more 

neutral responses from the respondents rather than negative responses. This could mean that 

those teachers were indifferent to the process because they had a different experience than other 

teachers. A more uniform and structured program district-wide might yield a more definitive 

response. Furthermore, the small number of strongly disagree” responses could mean that the 

perception of the induction program was negative, but could have been positive had some key 

elements been focused on. The next section of survey questions focuses on one of those 

elements.  
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Mentor Process 

 The mentoring process, combined with an effective induction process, can provide an 

environment of nurturing and support for teachers new to the profession (Gholam, 2018). Section 

3 of the survey focused on the mentoring process and teacher s perceptions of its effectiveness 

during their first few years in the district. Participants were asked to reflect on their experiences 

pertaining to the support and guidance provided by the assigned mentor. The majority of the 

questions in the survey were in this section because the perceived effectiveness of the mentoring 

element of induction was a key component of the induction process and it affected many 

different areas of the new teacher s experience. Overall, there were three areas that became 

apparent when looking at the data as it pertains to these questions. The first area was related to 

classroom management and daily procedures. The literature shows that new teachers struggle 

with setting up classroom rules and procedures that are essential to a well-managed learning 

environment. New teachers also often struggle with creating engaging and challenging lesson 

plans as well as delivering the lesson in a way that promotes understanding and higher order 

thinking. In this vein, participants were asked whether or not their mentor scheduled regular 

meetings with them throughout the year to check in and provide feedback. Of the 105 responses, 

27 (28.3%) said that they strongly agreed, which was the second highest percent. The highest 

percent was 39.9% for the neutral responses. Fourteen respondents said that their mentor did set 

up regular meetings to offer feedback and support.  

 When asked about their perception of the support and feedback offered by their assigned 

mentor, the data showed similar results. Fifty-three respondents, about half, said that they were 

pleased with the level of support they received, while 15 (16%) said that they did not receive the 
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level of support that they should have from their mentor. Figures 8 and 9 below provide more 

information.   

Figure 8 

My Mentor Scheduled Regular “Check-In” Meetings with Me During the First Year  

 

Figure 9 

My Mentor Provided Me with Support and Offered me Feedback During My First Year 
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 The data shows that a very small number of the respondents thought negatively about 

their mentors and the process as a whole, but a large number had no opinion either way. This 

might be attributed to the different teacher dynamics among the grade levels in that at the 

primary levels, teachers are responsible for teaching all of the subject areas so mentors can focus 

on more general topics. In the secondary levels, Grades 6-12, teachers are more specialized in 

their instruction and might need a mentor in their subject area who can provide specific, subject 

area feedback to the first-year teacher. It also might be attributed to the fact that the mentoring 

component was not added in this district until somewhat recently and although districts are 

required to have an induction plan in place, there is not a common mentor training program 

throughout the district so mentor effectiveness might vary from school to school.  

 The second area that was noteworthy in the data was the need for support with the 

professional expectations and overall building knowledge needed during the new teacher s first 

year. This is an area that is touched on during the initial 3-day induction but was identified in the 

literature as a need throughout the 1st year as new situations and scenarios arise (Moffett & 

Tejeda, 2014). The participants were asked how well their mentor introduced them to key 

personnel in the building and helped them to understand the professional expectations. Once 

again, the majority of the respondents did not have a perception either way with 42% answering 

neutral to the related question.  

 The data consistently shows a large percentage of “neutral” responses, which might mean 

two things. The participants not having a mentor assigned to them would yield a neutral response 

and is supported by a large number of teachers who have been in the district for more than 5 

years. A neutral response could also mean that the mentor/teacher relationship was not optimal 
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due ineffective mentor training leaving the mentors ill prepared to give effective and constructive 

feedback 

 Of the remaining respondents, 18 (19%) said they thought the mentor did not introduce 

them to key personnel. Also related to this area was how well the mentor helped the new teacher 

to understand the expectations of their position. The data shows similar perceptions for this 

question in that 34 (36%) of the responses were neutral and 12 (13%) disagreed or disagreed 

strongly. Figures 10 and 11 show the rest of the data in greater detail. 

Figure 10 

My Mentor Introduced Me to Key Personnel in the Building 
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Figure 11 

My Mentor Helped Me to Understand the Professional Expectations in My Building  

 

 The third area of importance here was support in understanding the culture and climate of 

the building. Understanding the climate in a school building can benefit a new teacher as the 

teacher tries to form relationships and make connections with staff and students, contributing to 

their sense of efficacy overall (Claessens et al., 2017). Support in dealing with stress and 

developing a healthy work/life balance was also explored. Research exists that links teacher self-

efficacy to student achievement factors such as motivation and academic achievement. It also 

links self-efficacy to job commitment and satisfaction (Klassen & Chiu, 2010). Stress and 

work/life balance are factors that can affect a teacher s self-efficacy in the first few years of the 

profession as it can be difficult for a new teacher to deal with that stress and to maintain 

balance.   

 Participants were asked to rate their perception of support in understanding the culture 

and climate of the school and the community by their mentor as well as in developing strategies 

to manage their workload. Of the 105 responses, 52 (55%) indicated that their mentor helped 
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them to understand the climate of the building while 11 (12%) did not perceive an adequate level 

of support. A study done by Barkley et al. (2014) looked at the perception of school climate and 

culture of teachers who went through a specific induction program. A statistically significant 

relationship was found between teachers' perception of climate who went through the program. 

Teachers reported having higher means in decision-making and school resources and found that 

there was a statistically significant difference with regards to teachers' innovation and 

willingness to try new ideas (Barkley et al., 2014). 

 When looking at the perception of support in developing strategies to manage stress and 

maintain a healthy work/life balance, 33% of the respondents felt that they were supported and 

24% did not feel as though adequate support or guidance was provided. A recent study (Dias-

Lacy & Guirguis, 2017) identified key factors that led to feelings of stress for first year teachers 

were curriculum challenges, time management and balance between personal and work demands. 

The data shows a similarity to the research in that teachers did not perceive support in this 

crucial area and further research shows that not having strategies to manage the responsibilities 

of a new teacher along with personal responsibilities leads to burnout and is a main reason new 

teachers leave the profession. Figure 12 provides further clarification of the data.  
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Figure 12 

Perceived Support in Dealing with Stress Management and Acclimating to the Building Culture 

 

 

Administrative Support  

 Building administrators play a very important role in creating a sense of community and 

support in the school. This is especially true for the perception of support a new teacher feels 

when starting his or her career. Administrators who foster a sense of support and a sense of 

"collective responsibility" in making decisions, can have an effect on a teacher's self-efficacy and 

long-term decisions to stay in the profession (Boyd et al., 2011). A teachers’ perception of how 

well they perform in the classroom, as previously stated and cited, is linked to job performance 

and success. Indirectly, self-efficacy is related to the overall success and achievement of students 

in that teachers who believe in their ability and capacity to succeed, are more effective in their 

daily responsibilities (Bandura, 1993). 

 Participants were asked about their perception of administrative support during their first 

year of teaching specifically in three areas: informal observations, supportive check-in meetings 
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(individually or in a group setting), and overall effect of the administration on their performance 

and perception of success in the classroom. Respondents were asked about their experience with 

informal observations during their first-year teaching as a way for administrators to provide non 

evaluative feedback and support. Only 14 (15%) reported a lack of administrative support in this 

area and 75 (79%) reported to feel satisfied with the level of support from the administration. 

When asked about their perception of supportive check in meetings throughout the year, the 

responses were similar. Seventy of the respondents reported to either strongly agree or agree that 

the administration met regularly with them to provide feedback and support. Only 13 (14%) 

perceived a need for more support and feedback in this department from the administration. 

Lastly, when asked to comment on the overall perception of effectiveness of administrative 

support on their sense of self efficacy during their first year, over half of the respondents, 56%, 

perceived administrative effectiveness. Figure 13 shows more information and a more specific 

breakdown of responses.  
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Figure 13 

Perception of the Effect of Administration on New Teachers’ Self-Efficacy 

 

 

 The responses for these questions indicate a positive perception of overall effectiveness 

and administrative support throughout the district. The data also indicates that fewer respondents 

felt inclined to submit a neutral response. This might be due to the fact that administrative 

support was present regardless of the level of mentor support. Staff indicated that depending on 

their start date, they might or might not have been assigned a mentor and had to rely on 

colleagues to support them. This did not seem to be the case when discussing administrative 

support. This, however, could be a false sense of teacher satisfaction in administrative support 

due to the fact that some teachers might be reluctant to speak of administration in a negative way 

or the fact that the researcher is an administrator in the district.  

Open-Ended Responses 

 Participants were asked a series of open-ended questions to give them the opportunity to 

express any other perceptions that might not have been asked about in the survey. The questions 
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were focused on the induction experience as a whole, what the program's perceived strengths are 

and how the process can be changed or improved to better meet the needs of new teachers to the 

district.  

 Perceptions about the program as a whole varied, with many saying that it did not have 

an effect on the success of their first year. There were a few recurring themes in the responses, 

one of which was the benefit of having a workshop before the school year started so they could 

get acclimated to the district and meet other new teachers. This, along with the benefit of being 

introduced to district personnel, was perceived to be very helpful. However, the data also 

communicated that the new teachers they met were not necessarily working in the same building 

and that they still felt as if they did not know anyone when they reported to work. Many 

respondents reported having to fend for themselves when they first started out because there was 

no formal program or process. Of those who said they had to fend for themselves most said that 

they were not assigned a mentor and that their colleagues were an excellent resource for any help 

they needed.  

 When asked about the strengths of the program overall, ongoing support from mentors 

and approachable administration were mentioned in many of the responses. Respondents 

identified regular meetings with administration and their mentors as key components in feeling 

welcomed and gaining confidence in their role as a member of the school community. Having 

someone to confide in was identified as an ancillary advantage to going through an induction 

program.  

 Respondents identified a few areas they would like changed or improved in the current 

induction process as well. Consistency and uniformity of the induction process throughout the 

district, were among the most common areas identified. Respondents commented on the fact that 
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the experience one has as a new teacher with the induction process varies greatly from building 

to building and from administrator to administrator within the district. A desire to hold people 

accountable for following through with mentoring duties was expressed. In line with follow 

through, the need for mentor training was expressed by respondents commenting on the fact that 

certain teachers are better at supporting new teachers than others. It was also expressed that 

mentors should be assigned based on the subject matter and grade level taught in order to match 

new teachers with mentors who can provide specific support. 

Summary 

 Chapter 4 provided the results of the quantitative survey distributed to elementary, 

middle, and high school staff in a district in North Jersey. Results were analyzed through the lens 

of research questions focusing on perceptions of the induction program and practices for new 

teachers in the district and whether or not it was perceived to be effective. The data was 

organized, as well as interpreted using SPSS software. The purpose of this study was to ascertain 

whether or not an induction program has a positive effect on new teacher retention and self-

efficacy.  

     The researcher sought to determine teachers’ perceptions after completion of a K-12 

district-specific mentoring program, whether the perceptions identified changes to the district s 

program as a result of the N.J. Provisional Teachers Mandate, and if there was a difference in 

perception among primary, middle, and secondary level teachers. The data revealed that there 

was no significant difference in the perceptions of the effectiveness of the induction program in 

their district, however, the data did suggest a difference in the perception of support based on 

teacher's experience with an assigned mentor.  
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 The insights gained by this research study will contribute to the lack of quantitative data 

in existence regarding the effectiveness of induction programs and their ability to significantly 

change teacher perception and practice. This will assist educational leaders, at the federal 

government, state, and district levels, in making decisions regarding district change and reform 

models.  

 Chapter 5 provides an interpretation of the data and conclusions. Findings are presented 

in a manner that extends the knowledge base contained within the accompanying literature 

review. In addition, suggestions for policy, practice, and further research are discussed. 
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Chapter 5: Discussion, Conclusions and Recommendations  

 Teaching is hard. The road to becoming an expert teacher is long and windy and at times, 

it is dark and desolate. It is not uncommon for a new teacher to feel alone, frustrated, and 

unsupported, and many times these feelings manifest themselves into a sense of failure. The 

failure that some new teachers feel, albeit normal and understandable, could be the deciding 

factor whether they stay in the profession. Those who make it to a point in their journey, where 

they are able to stop for a moment and look around at how far they have come, will see that they 

have succeeded in touching the lives of their students and have become teachers along the way.  

 Recent research indicates that the current relatively high rate of teacher attrition is a 

primary contributor to teacher shortages nationally, accounting for close to 90% of annual 

teacher demand (Sutcher et al., 2019). Less than one-third of national teacher attrition is the 

result of retirements. This means that each year schools seek to hire tens of thousands of teachers 

as a result of beginning and mid-career teachers leaving the profession (Carver-Thomas & 

Darling-Hammond, 2019). A high level of teacher attrition affects school routine and 

management and negatively affects the efforts to maintain consistency in programs and overall 

staff morale (Hanselman et al., 2014). In addition, high rates of attrition can negatively affect 

student achievement as well as take a toll on the district financially (Ronfeldt et al., 2019).  

   A strong induction and support program for novice teachers can increase their retention, 

accelerate their professional growth, and improve student learning. Teachers who receive this set 

of support have been found to stay in teaching at rates more than twice those of teachers who 

lack these supports (Podolsky et al., 2016; Wong, 2002). 

 The purpose of this qualitative research study was to ascertain whether the induction 

process has a positive effect on new teacher retention and self-efficacy. It further explores the 
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perception new teachers have of the induction process and its components, and is meant to 

highlight the positives of the process as well as to identify the gaps that exist in current induction 

programs as experienced by teachers entering the profession. The study focused on three main 

components of the induction process in a North Jersey school district. The components were the 

initial onboarding programs offered by the district consisting of a 3-day workshop for new 

employees, the mentoring process that was offered by the district to new employees and the role 

of administration throughout the process. This study could be used in a variety of different ways. 

It could be referred to by districts who wish to examine their current induction process to identify 

elements of the program perceived to be the most effective. It might also be used to determine 

elements of an induction process that are missing and identified as being needed such as more 

effective and thorough training for mentors that includes a more rigorous selection process. 

Lastly, it could be used as a way to determine current practices that are not effective as identified 

by this study. 

Interpretation of Findings  

 The conceptual framework of this research was a combination of Albert Bandura s Social 

Learning Theory (Bandura & McClelland, 1977) and works regarding self-efficacy as well as 

Malcolm Knowles’ “Principles of Andragogy” and the motivation of adult learners (Knowles, 

1973). When examining induction programs and mentoring programs for new teachers, it is 

important to understand that adult learners have different needs and bring different experiences 

that affect the way they learn. Knowles’ (1973) research points to the idea that because learning 

is a change in human disposition or capability” (p. 7), it cannot be assumed that adult learners are 

able to flourish in learning situations without the proper support in place. Teachers’ sense of 

efficacy is linked to teacher motivation and student success in the classroom and new teachers 
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need a support structure in place to help realize their potential and acclimate them to the rigors of 

the profession. The researcher designed this study to explore the effects of an induction program 

on the perception of efficacy and support of teachers who are new to the profession. 

 The first question the research aimed to answer was what the teacher s perceptions were 

after the completion of a K-12, district specific, induction program such as the one used in this 

study. Data from this survey showed that the majority of the new employees who experienced 

the induction program were classroom teachers and were satisfied and felt supported throughout. 

The data also showed a common thread of a perception of neutrality, meaning that many 

respondents were indifferent to the program and did not see it as an integral part of their success 

or as a factor in their struggles. Among the respondents who provided a response of neutral, of 

whom many were teachers in their 5th or more year of teaching, many cited that they did not 

have the same type of induction program given now, when they were new teachers if they had 

one at all when they started their employment. Figures 3 through 5 show the data in more detail 

and suggest that an induction program that is consistent throughout the buildings and has a more 

districtwide focus would be more meaningful for new employees. This supports research 

suggesting that a comprehensive and consistent approach to induction promotes more of a sense 

of community, camaraderie and introduction to the culture that has a career lasting effect 

(Gujarati, 2012).  

 The second question looked at the changes made to the induction program as a result of 

the N.J Provisional Teacher mandates and whether or not the changes were noted by the 

teacher’s perceptions. The inferential statistics and the ANOVA tests that measured the 

difference in perception between teachers having taught for 1 to 4 years as opposed to teachers 

having taught for 5 or more years are shown in Tables 7 and 8. These findings do not indicate a 
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significant statistical difference between the groups however, the open-ended responses from the 

survey suggest that respondents who identified themselves as having taught for 5 or more years 

either had an unstructured induction experience or did not have one at all, and as a result did not 

perceive that the process was effective. Teachers who started in the profession after the mandate 

seem to perceive a better induction experience and identified having a mentor as a benefit to 

them during their first few years.  

 The ANOVA tests also measure the difference in perception of the induction process 

between teachers who teach in different buildings within the same district and therefore might 

have had a different experience. While there was not a significant statistical difference in 

perception scores between these groups, there is a possibility of a relationship between the 

variables that might be supported by a study with a larger sample size. The possibility aligns 

with the research of Braun et al. (2020), which found that middle school teachers specifically in 

comparison to elementary school teachers, are more likely to be trained for teaching specific 

subject areas, and to have majors or minors in those subject areas. This may change the types of 

support they need focusing more on pedagogical training and knowledge. The middle school 

years are also a time when some students begin to disengage from education, and students' 

behaviors at this time period require a different approach and skill set by the teacher (Balfanz et 

al., 2007). As noted in Bandura s (1997) Social Learning Theory, observation of others adds to 

the formation of new behaviors which may serve as a guide for action.  

Induction Process and the Perception of Effectiveness 

 Findings from Smith and Ingersoll (2004) and Birkeland and Johnson (2003) indicate the 

decision new teachers make to stay in their schools and in the profession altogether is 

significantly impacted by induction programs that are tailored to meet their specific needs. Even 
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though research indicates a link between induction programs and teacher efficacy (Smith & 

Ingersoll, 2004), the Alliance for Excellent Education reports only about 1% of teachers actually 

receive what they would consider a comprehensive program.  

 When asked to provide details about their perception of the induction program and its 

effectiveness, 20 of the 105 participants said that they did not go through an induction program. 

Of those who responded this way, most said that there was no formal program when they started 

or that they started in the middle of the year and did not get the opportunity. The term "sink or 

swim" was used to describe the experience. Most of the respondents did in fact go through an 

induction program and while overall the perception was positive, the data suggests that certain 

components of the program were more helpful than others and many of the responses indicated 

that their experience was "informal" and “inconsistent." Respondents also indicated that they felt 

as if they were left on their own when the school year started having to seek out supportive 

colleagues on their own to help them navigate their first year. 

 A common theme when discussing the current induction process was that it helped 

teachers who were new to the district to meet their colleagues and begin to form relationships 

before the school year started. Common objectives of successful teacher induction, as 

highlighted by Feinman-Nemser (2001) and Ganser (2002) include teacher socialization, teacher 

development, assessment of teaching effectiveness and support in their development past their 

first year. Other positive themes mentioned included, being welcomed into the school 

community, identifying important district personnel, and getting an overview of district policies. 

Research suggests that a lack of collaborative and supportive ambiance in the school 

environment is a major reason for teacher burnout as yearly as the first year of teaching (Gavish 

and Friedman, 2010). 
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 When implementing an induction program, districts should make sure that it goes beyond 

the initial workshop days used for introductions and a general overview of policies and 

procedures. While this is an important opportunity for new teachers to socialize and form 

relationships, the data suggests that this is superficial and does not have much bearing on 

efficacy and success in the classroom. An induction program should be comprehensive and 

provide specific support throughout the year. Going beyond the initial workshop days, districts 

might organize group meetings throughout the year at the building level. These meetings would 

be run by the assigned mentors collectively and held at points during the school year where extra 

support is needed. For example, when report cards are due or when state testing begins.  

The Mentoring Process 

 The data generated from this survey indicated that new teachers are looking for sustained 

support that goes beyond the three orientation days. Curran and Goldrick (2002) suggested that 

the basic model of induction, which typically focuses on the new teacher’s immediate needs as 

they transition into the classroom, is not enough for a teacher to feel supported. Merely surviving 

the first year of teaching should not be the goal of an induction program. Teacher induction 

should foster relationships of ongoing support, collaboration, and the development of skills that 

enters the classroom and improves teaching (Cook et al., 2012). A strong relationship with a 

teacher’s mentor can provide that ongoing support and, as Yirci (2017) explained, can add 

“psychological guidance that can strengthen a teacher’s efficacy and confidence which in turn 

will strengthen their competence, improve their effectiveness in the classroom and motivate them 

to stay in the profession” (pp. 33–38).  

 Respondents in this survey identified key areas of support that they felt they received as a 

result of the mentoring experience as well as areas they felt were lacking. Many respondents 
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reported not being assigned a mentor for various reasons. Some started before the 

implementation of the N.J. Provisional Teacher mandates and were not part of an induction or 

mentoring program, and others started mid-year so they were not assigned a mentor. Of the 

respondents who reported having a mentor but perceived an overall negative mentoring 

experience, a common perception was that they might have had a better experience had their 

mentor taught the same subject or grade level as they did. They also reported that they did not 

meet regularly with their mentor and some reported not having met at all after their initial 

meeting in the beginning of the year. Adversely, regular meetings throughout the year to check 

in, answer questions and provide feedback were seen as one of the reasons for a successful first 

year by respondents who reported having a positive experience. Dias-Lacy and Guirguis (2017) 

explained in their research that a new teacher can experience many trials and tribulations during 

their first year and a constant and scheduled support time will help them to celebrate their 

successes as well as to reflect and receive constructive support when he or she struggles.  

 Zembytska (2015) noted that an effective mentor helps the new teacher adapt to real 

working conditions, promotes interpersonal communication, and collaboration with colleagues 

and administration while also providing psychological comfort. This psychological comfort was 

noted by the respondents as a sense of welcoming and belonging they felt because of the 

relationship with their mentor. It was also referred to in the sense that the new teacher had a 

consistent and reliable source of support. The respondents noted that having a mentor who was in 

their department, or at least taught the same grade level, made a lot of difference in their 

perception of that psychological support. Respondents specifically referred to the fact that what 

they needed most in that first year was someone who understood the material they were teaching 

and who was able to answer specific questions about content. When they were paired with 
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mentors who understood the curriculum or grade level they were teaching, participants reported 

having an outlet for professional discussions that helped them to become better teachers. 

Research done by Wildman et al. (1992) showed that growth in teaching skills through reflection 

is not automatic and happens through direct assistance and encouragement from colleagues and 

mentors. These mentor relationships were created intentionally with specific needs in mind and 

provided a more positive experience for the new teacher. As a result, they perceived a more 

successful first year.  

 Classroom management was also perceived by new teachers to be an area in which 

continuous support was needed. Teachers often struggle in their first year with having to learn 

what to teach at the same time as they are trying to learn how to teach (Scherer, 1999; Wong, 

2010). This means that while the new teacher is learning how to present their content in the most 

effective way, they are also trying to learn how to manage a classroom and maintain a level of 

behavior that is conducive to the learning environment they are trying to create. Survey 

responses from participants who perceived a positive experience with their mentor indicated that 

the mentor helped them to plan instruction and develop classroom routines and procedures that 

were focused on management as well as content. As previously mentioned, when a mentee was 

mentored by someone who taught the same grade level or subject area the support was perceived 

as more effective. However, the perception of the new teachers who said their mentor was 

effective, was that their classroom management got better due to their mentor regardless of the 

similarities in teaching assignment. Participants reported that their mentor was a consistent 

source of support when difficult situations came up in their classrooms. They reported having the 

autonomy to reflect with their mentor and develop ways to remedy situations as well as ways to 

change their lesson structure to avoid situations in the future.  
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 The relationship new teachers have with their mentors can be a determining factor in the 

sense of efficacy they feel during the first year of teaching. Le Maistre and Paré (2010) explained 

that mentoring and induction programs can serve as the bridge between those who are in need of 

gaining knowledge and those who are certified in various areas with expertise. When schools are 

implementing the mentoring component to an induction program, three things should be 

considered first and foremost. The mentor should be chosen based on the mentee’s teaching 

assignment so that specific support and guidance can be offered throughout the year as the 

mentee’s needs change from management support to curriculum support. Second, regular 

meetings between the mentor and mentee should be scheduled into the school year ahead of time 

so that there is consistency in the program. Lastly, training should be provided to all mentors in 

the program that focuses on effective methods of support and best practices for reflection 

techniques in order to create an environment of learning for the mentee.  

The Role of the Administration in the Induction Process 

 Teacher efficacy is linked to strong educational leadership of building principals, 

impacting teachers’ commitment to the field and their students (Bandura, 1997). As an 

educational leader, a building administrator has the ability to impact school and district goals that 

will motivate and empower teachers. Administrative support can take on a variety of forms from 

providing professional development opportunities to helping to build a sense of community by 

organizing staff activities. Additionally, there is research that links administrative support and 

other related working conditions to teacher retention (Hirsch & Emerick, 2010; Ladd 2009). 

Studies like these conclude that teachers who perceive their schools as having sufficient 

resources and support structures in place, feel better prepared to teach, have a better sense of 

efficacy and as a result are more likely to stay in the profession. Administrators who are 
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committed to the induction process and make it a priority in order to successfully support their 

new teachers, are more likely to have an environment of trust and a sense of shared responsibility 

in the success of the students (Wong, 2010).  

 The data collected in this study indicated that the support of the administration was 

important to the overall perception of the induction program’s effectiveness. Participants who 

reported that they had a negative or non-existent relationship with their mentor, also reported, in 

some cases, that the support they received from the building administrators was a key factor in 

their success during the first year. Specifically, participants reported special schedules being 

made to make time for informal new teacher meetings as well as differentiated professional 

development offered in which new teacher’s needs were taken into consideration and provided 

for throughout the year. A 2011 study showed that first year teachers’ perceptions of the school 

administration have by far the greatest influence over decisions to remain in the building and in 

the teaching profession in general (Boyd et al., 2011).  

Limitations and Recommendations for Future Studies 

 A limitation for this study included the self-rating survey instrument, as teacher 

respondents may have felt that they needed to answer survey questions regarding their feelings of 

efficacy in a certain way. The survey results could contain biases of how teachers think they 

should have answered the survey questions instead of honestly answering the questions which 

could limit the results. Given the researcher is an administrator in the district and holds a position 

of authority, respondents might have been hesitant to be unbiased even though the survey was 

anonymous. New teachers without tenure status might have been especially hesitant to give 

accurate answers as to the effectiveness of the induction program and the proficiency of their 

mentor.   
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 Another limitation was the number of veteran teachers who took the survey compared to 

the number of new teachers. The district has a more seasoned staff that might not have had the 

opportunity to participate in a mentoring program at the time they were hired. A larger number 

of teachers in their first few years of teaching taking the survey would have resulted in a larger 

population of teachers who had gone through the same induction program in the district given 

that it has not changed much in the last few years. The more veteran teachers who did go through 

an induction program, but went through it at the beginning of their careers, might also have had a 

hard time remembering specific details or perceptions they might have had. 

 A third limitation to this study included the population, location, and sample size of the 

teacher respondents. The respondents were all employees in the same school district and the 

sample size was relatively small. The survey was distributed to the entire district but 

approximately 25% volunteered to complete the survey. The survey captured information from a 

rural school district in New Jersey however the state is made up of rural, suburban, and urban 

school districts throughout 21 counties. Study results are limited to one type of school district in 

the state among many and new teacher experiences can vary greatly throughout the state.  

 Current research focused on induction programs and the impact they have on teacher 

efficacy is limited. Curricular changes, federal and state accountability measures, and 

standardized testing present more stress and pressure on the educational field than ever before. 

Students with diverse needs, both academically and behaviorally, coupled with communities who 

are more educated, informed and involved in their child’s education, make the first years of 

teaching very challenging. In order for school districts to create induction programs that are 

committed to providing new teachers with the level of support they need, school administrators 

must be dedicated and committed to understanding the needs of new teachers specific to their 
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building. Additional research is needed as to the specific ways in which teachers need to be 

supported.  

Implications for Practice  

 Technology and its practical use in the classroom have become more important to 

consider than ever before given the state of current affairs. An entire new cohort of teachers have 

started their careers teaching virtually and have never experienced teaching students in person. 

The support needed by these new teachers represent not only the research proven areas of 

classroom management, time management, curriculum development and the like. This new 

cohort needs to also learn the technology involved in setting up a virtual classroom and engaging 

students in that environment without the luxury of ever having worked with students before. 

Studies have shown that interpersonal interactions lead to better outcomes and that a lack of 

interpersonal interactions can be detrimental (Cole et al., 2014). There is also research that 

specifically refers to purposeful online interaction. Abrami et al. (2011) stated that online 

interaction is less about the opportunities that exist, but more about why and to what extent the 

interaction occurs. The support and guidance needed to develop guided and focused interactions 

online is something that new teacher programs moving forward should include. Further research 

on the technological needs of new teachers with regard to the way the current global pandemic 

has affected education is extremely important in order to develop induction programs that are 

effective. 

 The benefits of a comprehensive and sustained induction program with a strong 

mentoring component are evident in this study and in the research overall. In addition, 

developing induction programs that support new teachers in a way that increases their sense of 

efficacy and encourages a sense of camaraderie and pride in the school community, is a major 
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factor in the success of a district and as a result the success of its students (Ingersoll, 2010). 

However, the findings of this study show that many teachers are left disenchanted by the current 

induction program and do not perceive it to be as effective as they thought it should have been. 

The data suggests that even though the induction program served as an introduction to the district 

and provided the new teachers with logistical and practical information, many respondents still 

felt as if they needed something more as they were navigating the trials and tribulations of their 

new position.  

 In order for districts to ensure that they are providing new teachers with support that 

moves beyond survival tips such as where the photocopier is and how to get to the teacher’s 

lounge, attention has to be paid to the specific needs of new teachers that are identified in this 

study. The results of this study may have implications on policy and decision making when 

creating induction programs. The perceptions of teachers who have gone through this induction 

program could assist in providing a quantitative understanding of the expectations, professional 

development and training needs which would have an impact on efficacy, retention and 

ultimately student learning. Moreover, the findings of the study may change the way initiatives 

are implemented at state and district levels taking into consideration teacher perceptions with 

regard to the types of support a new teacher needs.  

 Based on the findings of this study, districts might take into consideration the need for 

more mentor observations to provide feedback to the new teacher in a non-evaluative 

environment. In that vein and based on this study’s findings, districts also might consider being 

more intentional when matching mentors and mentees and base the relationship on 

commonalities in their teaching assignments so that support can be provided that meet the 

individual needs of the new teacher better. The process a district goes through when choosing 
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teachers to be mentors should be intentional as well. The perception of respondents in this study 

indicated that certain mentors were not as proficient as others and the experience they had as a 

result was negative. The perceptions also seemed to indicate that a mentor who was too far ahead 

in his or her career had trouble relating to the new teacher and as a result was not able to offer 

support with newer methods of instruction. To this end, districts should consider having mentors 

meet a set criterion including a proven proficiency in the classroom and a proclivity towards 

experimenting with progressive teaching methodologies.  

 Furthermore, to connect Knowles’ (1984) adult learning research and his Principles of 

Andragogy, mentor training should be designed with the adult learner in mind. Potential mentors 

should be provided with adequate training in self-reflection, time management and observation 

techniques in order to best support a new teacher.  

 School districts are required to provide novice teachers with a mentor at the beginning of 

their first year in the district. The chief school administrator is required to oversee the selection 

of mentor teachers to ensure that they meet certain criteria. According to N.J.A.C. 6A:9C, 

(Subchapter 5: District Mentoring Program), mentor teachers need to have taught at least 3 years 

in the district, have highly qualified” status and, as of the 2014–2015 school have a summative 

rating of effective or highly effective. This is a good start and helps districts identify teachers 

who are best suited for a mentor role. Merely identifying qualified teachers however, does not 

guarantee that they will be good mentors.  

 It is imperative that districts also must invest time and money into mentor training so that 

they are well versed in providing support for adult learners. A comprehensive approach to 

induction means that the support is sustained and evolving along with the changing needs of the 

novice teacher as he or she progresses throughout the year. Ellen Moir writes about the different 
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phases a new teacher goes through in the first year of teaching. Moir s developmental stages go 

from anticipation and excitement to worrying about just surviving and keeping your head above 

water all the way to the end of the first year and beginning of the second year when the focus 

becomes more on the students and mastering the craft of teaching (Moir & Gless, 2001). In order 

to ensure new teachers get through these phases and grow as educators, the support that schools 

offer have to acknowledge these phases and adjust the types of support along the way. 

 This adjustment in types and level of support requires time and commitment from the 

mentor, but it also requires a certain skill set and background to effectively be an ally and a 

resource for the new teacher. Mentor training should happen in three parts, the first being an 

overview of the mentor program as well as its purpose and philosophy in order to ensure mentors 

districtwide are using the same vernacular and conveying the same message. The second area 

should focus on observation techniques and how to provide effective feedback to the adult 

learner. According to Hattie and Timperley (2007), three essential questions that affect feedback 

answers are "Where am I going? (What are the goals?), How am I going? (What progress is 

being made toward the goal?), and Where to next? (What activities need to be undertaken to 

make better progress?)." The third area of the training should focus on time and stress 

management techniques and how to convey, individualize and model those techniques to the 

novice teacher.  

 Administrators should also play an important role in developing new teachers. There are 

a few small but powerful things administrators can include in the comprehensive approach. 

Informal Discussion 

Setting up a few check in” meetings at different points in the year to discuss things that 

are going well along with things that are not going well can be a great way to create a supportive 
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environment in your school. Part of the comprehensive approach is providing support throughout 

the year in different ways. Informal meetings scheduled throughout the year with an 

administrator are a great way to get an understanding of how things are going. These meetings 

do not replace mentor” meetings and are kept informal, non-evaluative and in a comfortable 

setting. Open format meetings with no real agenda can be a great way to create an environment 

of safety and trust. These meetings are two-fold; they create an environment that values the 

needs of the new teacher enough to discuss and support them and they give the administrator the 

opportunity to hear firsthand what some of the difficulties are in order to understand them from a 

different perspective. 

Short, Informal, Intentional, Walkthroughs 

Through frequent, short observations, you become familiar with teaching patterns and decisions 

teachers are making on a daily basis” (Downey, 2004, p. 2). 

 You can learn a lot about a situation by observing with intention. Supporting new 

teachers goes beyond talking about what they might need; seeing them in action can paint a 

picture that can then be used to create poignant and appropriate professional development 

opportunities. During an informal visit to a new teacher s classroom, the observer should look for 

something specific each time. It might be management techniques or questioning skills or student 

interaction. The walkthrough might even focus on something that was discussed at a check-in” 

meeting. The main purpose of the walkthrough is to generate discussion and, most importantly, 

to foster an environment of learning and reflection. 

Conclusion  

 Induction is about building teacher expertise to have a great impact on learners. It is 

getting early career teachers to become more active in the profession by taking responsibility for 
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their own development and better managing the personal demands of the role. Even today's very 

best teachers were once beginners, stepping into their first teaching roles. As beginners they were 

full of potential with strong foundational skills but they had yet to acquire the confidence, the 

professional understanding and the diverse range of skills that define them today. For new 

teachers, a great induction can assist them in managing their career development and well-being 

and help their transition from the beginner to the proficient career stage by giving them an 

opportunity to learn, practice and refine their teaching with support and guidance. It can also 

increase their sense of belonging to the profession letting them feel more supported and 

sustaining their enthusiasm over the long term. Investing in induction means that the education 

community at large will benefit.  

 There is a wealth of research demonstrating that high quality induction can have a 

dramatic effect on the transition process for new teachers. It strengthens new teachers’ skills and 

knowledge and expands their teaching repertoire. It can improve job satisfaction and create a 

greater commitment to the role. Effective induction reduces a new teacher's likelihood of leaving 

the profession. Something, which research has shown, commonly happens in the early years. The 

focus of induction should cover professional practices, professional identity and well-being, as 

well as orientation. Induction is best delivered in settings with a strong learning culture and 

collaborative relationships. It is a responsibility shared across the profession with everyone able 

to contribute. So, what makes induction effective? Induction programs are more effective as the 

range of strategies expand. Of all the strategies available, mentoring where the focus is on 

practice, is particularly beneficial. It is worth bearing in mind that not all induction programs are 

identical and high-quality induction is just one phase in the journey of career long professional 

learning.  
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 Effective induction brings out the best in new teachers ensuring that they have the 

opportunity and support they need to make a positive difference in their students' lives. Whether 

one is an early career teacher or an educational leader, it is worth rethinking what induction 

involves and what it might be able to achieve. 
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