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Abstract

This study researched the different components of the Beginning Teacher
Support and Assessment (BTSA) program to determine how this induction program
affects the retention of newly hired teachers. This California teacher induction
program has three main components: workshops, mentoring, and a portfolio. This
research studied the effects of the three basic components of BTSA by distributing a
descriptive survey to teachers who have completed the BTSA program. Additionally,
the literature review analyzed the need for educational induction programs based on
the high rate of teachers who leave the profession in their first five years of teaching.
The findings from this study suggest the mentoring component of the BTSA
program was the most beneficial. Teachers expressed the importance ofhaving a
mentor who was at the same school site and grade level to provide meaningful
support. The data also revealed the written portfolio was the least important
component ofBTSA. The majority ofteachers felt their time could have been better
spent working with their mentor and observing others teach. Lastly, most of the
teachers who completed the survey plan on teaching for the rest of their career. This
indicated BTSA has potential as a successful retention program.
Key Words: *Beginning Teacher Induction; *Teacher Attrition;* Mentors;
*Beginning Teacher Support and Assessment; *Teacher Retention
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Chapter One

Introduction

The purpose of this study is to determine teachers' perceptions of California's
teacher induction program. More specifically, this study uncovers the feelings toward
the value of the three different components of the BTSA program: meetings,
mentoring (in the form of a support provider), and written portfolio. The data will
also be used to find the effects ofBTSA on teacher retention to determine if research
is still valid on how induction programs improve attrition rates. This chapter will
discuss school districts' need for teacher induction programs by providing evidence
of previous research.
Background of the Problem

Starting a career in education is challenging, especially for beginning teachers
in California. Research from Mahmoud Suleiman (2000) indicates the population of
students in California is considered to be one of the most culturally diverse in the
country, "In particular, California is seen as a microcosm of the United States diverse
society" (p. 4). The task to educate and improve proficiency levels for this diverse
population is difficult, even for experienced teachers. Additionally, with new federal
education laws such as No Child Left Behind (NCLB), teachers are expected more
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than ever to provide quality education for all students and improve their academics.
New teachers in California coming into the profession for the first time are not
adequately trained to teach this widely diverse group of students. Moreover, new
teachers have to face many other challenges and responsibilities that come with
teaching. These factors support the need for effective induction programs that will
provide indispensable support and training for new teachers to help them become
successful and want to stay in the field of education.
Formalized induction programs have been implemented in the United States
since the mid 1980's by educators, policy makers, and researchers who were
interested in developing a support system for beginning teachers. Induction programs
vary in nature and are constantly evolving over time. It is widely accepted as an
important tool to support beginning teachers succeed in their first years of teaching.
Research and data have shown a connection between an improvement of teacher
retention rates and induction programs. According to Reed, Rueben, and Barbour
(2006), California's Beginning Teacher Support and Assessment (BTSA) program
has been successful in dramatically improving the retention rates, "During the
1990's ... BTSA has improved elementary school retention by 26 percent. .. " (p. 4).
Although data have suggested the effectiveness of induction programs, researchers
are still trying to determine which components of induction programs promote the
most success for beginning teachers.
Statement of Problem
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A major challenge for policymakers and education leaders has been to
develop effective induction programs to support beginning teachers. Research has
shown large proportions of new teachers leave the profession in the first three to five
years due to poor working conditions, lack of support from administration,
colleagues, and parents (Darling-Hammond, 1997). Educators need a comprehensive
support system to help overcome these obstacles and become successful teachers.
California school districts currently implement BTSA for all beginning teachers; this
induction model relies on three different components to support and help retain
teachers. The purpose of this study was to determine teachers' perceptions of the
three different components of the BTSA program: meetings, mentoring (in the form
of a support provider), and written portfolio by distributing a descriptive survey with
multiple types of questions. The survey results revealed which component ofBTSA
is the most beneficial to a successful start in the field of education. Additionally, the
survey results were analyzed to determine which, if any, variables affected the
teachers' perception on the three components ofBTSA.
Significance of the Study

The future of education is increasingly becoming a hot topic in the United
States. Hiring and retaining highly effective teachers is a growing concern. New
federal laws in the last decade like NCLB have also created a need to develop and
support newly hired teachers. Researchers agree, most teachers who leave the
profession do so in their first five years. Studies have shown beginning teachers
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leave the profession for reasons other than low salaries; rather teachers stated a lack
of professionalism, collaboration, and administrative support.
Beginning teachers entering their own classrooms for the first time have an
opportunity to learn as well as teach. Many times, beginning teachers are unprepared
to handle the variety of challenges that come along with teaching. Similarly,
classroom settings can be difficult for the newly hired teacher. Each teacher must
create an inclusive classroom for students with disabilities, language development
needs, various learning styles, while at the same time be able to manage large,
overcrowded classrooms effectively. Moreover, teachers are expected to have the
knowledge and ability in a variety of areas such as incorporating technology, creating
reliable assessments, collaboration, and differentiated learning. In addition to
overwhelming workloads, new teachers are often given the most challenging students,
asked to teach more than one subject, and are assigned extracurricular activities (U.S.
Department of Education, 2000). These compelling situations for our newest teachers
are the reasons state regulators and educators have created induction programs that
are designed to support new teachers with all of their responsibilities.
In addition to providing support for new teachers, other reasons are evident
for school districts to implement induction programs. One reason to develop
induction programs is the large amount of money human resource departments spend
on recruiting and hiring new teachers. A recent study conducted in Texas (Texas
Center for Education Research, 2000) estimated the cost to districts for teachers who
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leave after one year of teaching is over $8,000 per teacher. The study also specified
detailed costs for losing teachers after the first year: money on separation costs, hiring
costs, vacancy costs, training costs, and a loss in productivity. Overall, the cost of
losing teachers is costing school districts throughout the United States millions of
dollars.
Policy makers and school district officials have a difficult time determining
the exact reasons for the high attrition rates since there can be multiple variables.
This study may assist district officials and school administrators who need to ensure
they hire and retain highly qualified teachers by providing effective induction
programs. This study is limited to only one school district's BTSA program. Results
from this study should not be used to generalize about other teacher induction
programs from other school districts. However, data from this study is specifically
used to analyze the three main components used in many different induction
programs. Knowledge of the effective components of induction programs will allow
school districts to implement successful support programs that will reduce teacher
turnover and greatly reduce costs while raising student achievement.
Conclusion

The growing shortage of highly qualified teachers in the United States is
partly due to a high percentage of teachers leaving the profession in their first five
years of teaching. Teachers often reveal several reasons for leaving the profession.
Lack of administrative support, additional school responsibilities, and a deficiency in
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teacher collaboration are just a few of the common complaints from beginning
teachers.
To combat these issues, states and school districts have spent millions of
dollars researching and implementing their induction programs to support beginning
teachers. In recent years, researchers have conducted studies on the effectiveness of
induction programs. However, more research is needed to determine if induction
programs are helping the newly hired teachers, and if so, what components of the
program are the most effective.
Definition of Terms

The following terms guide the reader of this study:
Beginning Teacher Support and Assessment (BTSA). California's induction
program for beginning teachers. There are three main components to this program:
workshops, mentoring, and professional portfolios.
No Child Left Behind (NCLB). Federal law stating all school districts are
responsible for improving students' achievement until every student is proficient by
increasing the standards of accountability for schools and states.
Workshops. Professional development conducted by education experts in a
group setting for other teachers. Specific skills essential to becoming an effective
educator are taught in these trainings.
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Mentoring. Veteran teachers are carefully assigned to beginning teachers to
guide them and provide feedback which will improve the effectiveness of the newly
hired teacher.
Portfolios. A collection of evidence of student and teacher work proving
professional standards are met.
Title I. Schools that receive additional federal funds to support special
programs and services for having a high percentage of low income families attending
the school.
Induction. A program to train newly hired educators consisting of monthly
meetings, mentors, and written portfolios.
Inclusion. All students in a school, regardless of their strengths or weaknesses
are an important part of their school. Additionally, student of all races, ethnicities,
and different disabilities are not segregated in any way.

Conclusion
School districts around the country are facing high attrition rates costing
districts millions of dollars. Furthermore, the high rate of turnover lowers academic
achievement for students since new teachers are less effective than experienced
educators. As a result, districts are investing heavily in comprehensive teacher
induction programs to alleviate attrition rates and raise student achievement. Policy
makers and school districts are now beginning to analyze the different components of
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teacher induction programs to determine the most effective ways to support newly
hired teachers.
Chapter 2 presents relevant literature on California's teacher induction
program. The literature review examines the different components of BTSA and
provides evidence of successful methods to implement teacher induction programs.
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Chapter Two
Review of Literature

The current California induction model is the Beginning Teacher Support and
Assessment program (BTSA). BTSA was developed by experienced teachers and
experts in the field of education to provide support for new teachers so they can
improve their teaching skills, raise student achievement, and decrease the amount of
newly hired teachers leaving the profession. Many different components make up the
California induction program. The three main elements used by most California
school districts are teacher workshops, portfolio assessments, and mentoring. This
literature review analyzes the positive outcomes stemming from schools that use the
BTSA induction model. Additionally, this chapter presents all elements of the BTSA
program to determine which aspects are the most effective for beginning teachers.
Teacher Retention
Policymakers and researchers agree teacher retention is vital for the success of
public education. Keeping new teachers in the classroom improves academic
achievement because experienced teachers are more effective in the classroom than
novice educators (Reed, Rueben, Barbour, 2006). School districts need teachers to
stay in the profession because it takes years of experience and training to become
effective . According to the scholars Zewelanji Serpell and Leslie Bozeman (1999),
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"Increased classroom experience yields greater comfort with students and a better
sense of time management and classroom practices" (p. 16).
While the data vary on the exact percentage of teachers leaving the
profession, most studies show teacher retention is a major concern in education.
Almost twenty percent of teachers with only one year of experience leave the
profession (Chase, 1998). More alarming, over thirty percent of teachers quit in the
first five years (Halford, 1999). Another important aspect of teacher retention is the
monetary burden it places on school districts; school officials invest time and money
on hiring and training new teachers. One study conducted on teacher retention by
Joseph Eberhard, Patricia Reinhardt-Mondragon, and Bobbi Stottlemyer in (2000)
stated:
Retention of new teachers and assisting them through the stages of
development should be a high priority of a district because it not only impacts
the level of student achievement, but it is an issue of bottom line financial
management. Each teacher that leaves the profession during the induction
years is likely to cost the taxpayers in excess of $50,000 (p.18).
Other studies claim retention of highly qualified teachers is essential in public
education because the United States will face a tremendous shortage ofteachers due
to attrition, increasing student enrollment, and impending retirements (Scherer, 2003).
However, some researchers argue the shortage of teachers is in specific areas of
education. The shortage relates to the lack of qualified teachers who are willing to
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teach in urban schools with low-income students, bilingual education, and the
sciences (Bradley, 1999). This viewpoint about future teacher shortages lying in
mainly these specific areas just mentioned, led the National Association of State
Boards of Education (1998) to address this problem:
Most states do not need to recruit more candidates into teacher preparation
programs. Most states do not even need to attract higher quality candidates to
teaching. What states do need, however, are targeted programs that attract
candidates who are willing and able to meet the needs of the schools in which
they will be asked to teach (p.13 ).
Policymakers are interested in learning why teachers are leaving the
profession so they can reverse current trends of attrition. Studies indicate many
different factors are causing educators to leave education especially in their first five
years. Marge Scherer (2003), the author of Keeping Good Teachers, explains the lack
of support from administration, overwhelming workloads, an increase of
accountability, lack of flexibility, low salaries, and a lack of respect from the public
are driving teachers to leave the profession (Scherer, p. 8). Furthermore, many
researchers have conducted studies analyzing the importance of a support system
from school districts and administration. As stated by Scott Joftus and Maddox
Dolan (2002), "State by state, schools and districts provide well-organized induction
programs for all new teachers. These programs allow schools and districts to hire,
keep, and professionally develop new teachers ... " (p. 14). Governor Gray Davis of
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California also addressed the need for support systems, "Beginning teachers who
receive systematic support stay in teaching and improve their teaching skills at rates
much higher than those who receive no support" (Office of Executive Director,
2001 ). This statement emphasizes the importance of providing an induction program
for all new teachers to help decrease attrition, and help them become effective
teachers.
The Formation of the California Induction Model
Beginning Teacher Support and Assessment is a two year induction program
in California designed to support and assist beginning teachers in the classroom.
BTSA originated from the California New Teacher Project (CNTP), a project
designed to examine different models to assist new teachers and assess their ability to
effectively teach through a research based method (Olebe, 2001). The CNTP findings
were reported to the Commission on Teacher Credentialing (CTC) in 1992 in the
report, Success for Beginning Teachers. The evaluators from this project determined
the following elements as the most important for creating an effective induction
program for new teachers:
•

Involve experienced teachers who are carefully selected and specially
trained, in assisting new teachers

•

Schedule a structured time for the experienced and beginning teachers
to collaborate

Induction and Retention 18

•

Provide meaningful instruction directly related to the current level of
professional development to groups of teachers

•

Create an individual follow-up conference by veteran teachers to
provide feedback for the novice teacher (Bartell, p. 32)

From this program, BTSA began to take shape and was first piloted in 19921993 with 15 local programs supporting over 1000 first and second year teachers.
BTSA continued to expand and in 1997 and 1998 California created legislation
requiring induction programs for all new teachers (Reed et al., 2006). The scholar,
David Hernandez (2006) explains why BTSA has been successful, "Since input from
new teachers was used extensively in refining the program, it is understandable that
the BTSA program provides support valued by inductees" (p. 33).
In the evolution of the current BTSA model, program directors and education
experts created the California Formative Assessment & Support System for Teachers
(CFASST). Douglas E. Mitchell, Linda Scott, and Irving G. Hendrick (1998) explain
their definition of CF ASST:
A system of standardized procedures, based on a common set of forms and
instructions, to enable all local BTSA support providers and beginning
teachers to see how each of the key elements - individual induction plans,
personal mentoring, and assessment driven support services - are to be
implemented (p. 5).
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CF ASST is a two year program in which the first year is spent focusing on how to
teach and applying theories from the teacher credential programs into your own
classrooms. The second year is focused more on what things should be taught in the
classroom that improves student achievement. It makes teachers analyze why they
choose specific activities for their students (Ginny & Storm, 2001).
Furthermore, BTSA is a standard driven program designed to prepare teachers for
the California Standards on the Teaching Profession (CSTP). A study conducted by
Mahmoud Suleiman (2000) described teacher professional development through
Standards of the Teaching Profession. The standards below explain how they are
researched based and overlap to address several areas of teaching and learning to
create an inclusive classroom and promote the learning of all students:
1. Engaging and Supporting All Students in Learning
2. Creating and Maintaining Effective Environments for Student Learning
3. Understanding and Organizing Subject Matter for Student Learning
4. Planning Instruction and Designing Learning Experiences for All Students
5. Assessing Student Learning
6. Developing as a Professional Educator (p. 5).
This BTSA model that includes the CFASST has been considered a success in
providing teachers with support and contributing to lower attrition rates. This
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viewpoint of a successful induction program is illustrated by the CCTC report in 2002
showing retention rates of 94% for first year teachers compared to a national average
of only 86%.
Elements of BTSA
The California induction program is made up of three components that are
designed to provide support for the beginning teacher. Douglas Mitchell, Linda
Scott, and Irving Hendrick (1998) defined the three elements ofBTSA in their
research:
Three basic program elements are required of all local BTSA induction
programs. First, each new teacher is to pursue an individualized plan of
professional development guided by an individual induction plan (liP)
specifying concrete plans for researching expert levels of skill and ability in
each of the six professional standards outlined in the California Standards for
the Teaching Profession. Second, the development and implementation of

each beginning teacher's liP is supported and guided by an expert mentor or
support provider who works in a close collegial relationship with the new
teacher. And third, the nature of the support provided by each expert support
provider is grounded in a careful authentic assessment of each new teacher's
existing skills and abilities. This design ensures that new teachers will have
ample opportunities for self-evaluation and reflection (p. 4).
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Researchers have been analyzing these three components of BTSA since its inception,
and many have come to the same conclusion; the mentoring part of the induction
program seems to have the most success in improving the retention rates of new
teachers.

Mentoring - The Decisive Element
Veteran teachers mentoring newly hired teachers can be an effective way to
support and improve teacher retention rates. David Hernandez (2006) defines the
purpose ofmentoring, "An effective mentor can encourage the new teacher to try new
teaching methods, and at the same time, model teaching strategies that the new
teacher seeks to master" (p. 44). Many other reports also recognize mentoring can
improve attrition rates. Baker (2003) stated, "A mentor teacher provides the
confidence building that beginning teachers need" (p. 40). If new teachers are able to
gain more confidence with their skills, they will feel effective in meeting the needs of
their students, which will translate into a more positive attitude toward staying in the
field of education (Darling-Hammond, 1996; Rosenholtz & Simpson, 1990).
Researcher, Serpell (1999) matched this claim about the importance of mentors,
"Beginning teachers who have had a mentor in their first year of teaching feel more
prepared and more likely to be retained" (p. 8).
Not only the beginning teachers benefit from the mentor process; experienced
teachers who become mentors have shown to also learn from this process. Marge
Scherer (2003) explains the benefits for the veteran teacher:

I

•
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Mentors clearly help support and retain new teachers, but the mentoring
experience also helps refresh and retain veteran teachers. Those who step out
of their classrooms for this three-year coaching position increase their
knowledge of the performance-based standards and strengthen their teaching
and leadership skills (p. 83).
In summary, researchers agree, veteran teachers expand their own teaching skills and
strategies by mentoring beginning teachers (Halford, 1998; Olebe, 2001; Serpell
(1999).
Another variable that needs to be analyzed when determining the effects of
mentoring is the amount of release time available for new teachers to meet with their
mentors. One study states only 36 percent of beginning teachers who meet with their
mentors only a few times a year report it being beneficial, while 88 percent of
teachers who meet with their mentor at least once a week perceive mentors as a major
benefit to their teaching (NEA Foundation for the Improvement of Education). This
illustrates the importance of implementation of a program, without carefully
designing and providing proper resources any induction model will deem ineffective.

Portfolios
One of the methods BTSA uses to evaluate beginning teachers is the use of a
portfolio consisting of classroom evidence from the different California Standards on
the Teaching Profession. The following definition from Shulman (1998) described a
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teaching portfolio, "A structured documentary history of a (carefully selected) set of
coached or mentored accomplishments substantiated by samples of student work and
fully realized only through reflective writing, deliberation, and serious conversation"
(p. 3). Portfolios offer an alternative way of assessments from the traditional
standardized tests. They can increase self-reflection, collaboration, and goal-setting
skills (Rolheiser & Schwartz, 2002; Smith et al., 2000). Additionally, portfolios
provide a formative and a summative method of evaluation for beginning teachers.
Another researcher claims portfolios provide a broader definition of teaching
performances and can bring elicit changes in instruction (Bradshaw & Hawk, 1996;
Koretz, 1994). The process of deciding what to include in a portfolio is more
important to learning than the actual artifacts that are chosen. Effective portfolios
force educators to self evaluate and learn from their own practices (Lyons, 1998).
According to related literature, other disadvantages are associated with the use
of portfolios for teacher assessment. A study conducted by Brauchle, Mclarty, &
Parker analyzed the effectiveness of portfolios and concluded teacher portfolios can
be more costly and complicated to use than standardized tests (Brauchel, et al. 1998,
p. 28). While portfolios intend to improve teacher reflection and student
achievement, most evidence from teacher portfolios consist of only high quality work
from over achieving students. Portfolios might not be the best way to evaluate teacher
and student achievement; rather, an analysis of low-quality student work would
provide a better self-analysis and evaluation (Barton & Collins, 1993; Bradshaw &
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Hawk, 1996; NRC, 2001; Valencia & Au, 1997). Moreover, Katherine Perez, Carole
Swain, and Carolyn Hartsough (1997) examine the perception of portfolios by
teachers compared to others in the field of education, "The teacher portfolio was
valued least by new teachers and most by school administrators and college faculty"
(p.49). All of these factors need to be considered when determining the use of
portfolios as a method of support and assessment.
Induction Meetings and Professional Training
BTSA program directors implement and design their district's induction
approach. One common theme found from many different districts are regular
scheduled meetings providing opportunities for beginning teachers to come together
to review, discuss, and relearn the important elements of CF ASST (Lt:t:, Storms,
2001). BTSA meetings focusing on the CFASST activities are viewed differently by
participants. Beginning teachers have additional professional development trainings
during the year. Some teachers view these other professional development
opportunities as helpful and as a beneficial "add-on" piece to BTSA meetings.
However if other mandated professional trainings provided by their districts
do not match up with CF ASST activities, teachers often feel BTSA meetings will
only compete for their time and are not beneficial (Lee, Storms, 2001). According to
a study by Cherubini (2007) one major complaint was a disconnect between inservices and classroom practices. "Participants perceived that the stress of teaching
when combined with what they deemed to be unrelated induction workshops often
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eclipsed feelings of fulfillment" ( p. 8). The lack of continuity between induction
meetings and district mandated instructional techniques created additional workloads
for beginning teachers who already have so much stress trying to learn a new
profession. Additionally, participants in Cherubini's research reported a
disappointment in the induction meetings as reviewing old materials that have already
been taught rather than new techniques that are beneficial to student learning. New
teachers need specific support to help student achievement and not time consuming
professional trainings that don't align to district and school goals.
Based on the literature review, many researchers have studied the different
aspects of induction programs to determine the effective and non-effective elements.
A common theme from the research is the need for school districts to invest in an
effective induction model to improve teacher retention rates, and teacher
effectiveness. Many studies acknowledge the diverse nature of student learning in
today's schools which require a sound support system to assist beginning teachers
become successful educators (Santos, 2004).
Conclusion

Research has shown teacher induction programs to be successful in providing
support for newly hired teachers. California's model has three main components:
workshops, written portfolios, and mentoring. The three main components can all
create positive outcomes for new teachers if they are implemented correctly. There
seems to be an agreement to a collective approach with induction programs. It is not
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just one aspect that determines the success of an induction program, rather it is how
all the components work together.
Chapter three presents the methods in which the data for this study were
collected and analyzed. It will provide a detailed description of the different steps
taken in creating this study. Lastly, the researcher will provide information about the
participants and the survey while at the same time ensuring participant anonymity.
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Chapter Three

Methodology

The purpose of this study was to determine how to effectively provide support
to new teachers and increase retention rates since they are leaving the profession at
alarming rates. As a result researchers are trying to combat teacher attrition with
carefully designed induction programs because districts are forced to spend money
and time hiring and training new teachers. Marge Scherer (2002) reiterates the effects
of teacher turnover, "First and most obvious, it forces states, districts, and schools to
devote attention, time, and financial resources to initiatives to attract additional
candidates to replace those who leave the profession (p. 7). California's induction
program, BTSA, has three important components designed to assist new teachers to
effectively teach California's diverse population of students. This chapter provides a
description of the methods used to test which component ofBTSA was perceived by
beginning teachers in one school district in southern California to be the most
effective. The results from this research project will add a deeper understanding of
BTSA, and the results can be used to possibly improve upon the implementation of
California's induction program for future teachers.
Design

This study used a mixed method design consisting of qualitative and
quantitative data derived from a BTSA program survey for elementary teachers who
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completed the BTSA program. The survey was designed to investigate teacher
perceptions related to the benefits of working, mentoring, and using portfolios as a
component of their BTSA program.
Setting

This study took place in the XYZ Unified School District. It is a diverse
district that educates many second language learners. XYZ Unified has over 16,000
students, eleven elementary schools, three middle schools, two high schools, and one
continuation school. The student population consists of 4 7% Hispanic, 40% White,
4% Asian, 3% African American, 3% Filipino, and less than 1% Pacific Islander and
Native American. Additionally, 26% of the student population is classified as second
language learners (CDE, 2009).
Schools
The two schools that participated in this research have similar demographics
and are Title I schools. The first elementary school has approximately 700 students,
with 77% of the students qualifying for free or reduced lunch. At the time of this
study 72% ofthe students were classified as second language learners. This school
has been recognized in recent years for academic achievement; the school ranked ten
out of ten for similar school rankings for the past several years.
The second elementary is a relatively new school that opened in 2007. Like
the first school used in this research project, the school has about 700 students, with
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about 60% second language learners. At the time of this study 70% of the students
qualified for free or reduced lunches.
Participants

The participants in this study completed the BTSA program in the XYZ
Unified School District. The study participants had been teaching in the XYZ
Unified School District from three to thirty years. All subjects from this study were
teaching at the two elementary schools described above. The participants were
informed of the study and were asked to volunteer. The voluntary participants
responded to anonymous surveys distributed at their school.
Materials

This study was conducted by distributing a descriptive survey (Appendix A)
to teachers who completed BTSA. The survey included a variety of question formats:
multiple choice, Likert scale questions, and open-ended questions. The survey first
included questions designed to determine the following statistical information for all
the participants without revealing their identity: level of personal education, number
of years teaching at elementary schools, and percentage of second language learners
in their classes. The data from these questions, along with the rest of the survey
questions were analyzed to find perceptions and trends in the following areas:
•

The three different components of BTSA

•

Teacher retention
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•

Principal support

•

Effectiveness and value of completing the BTSA program.

Procedures and Timeline
All surveys were distributed to the two different elementary schools in
October, 2009. The surveys were created and distributed in an anonymous way,
reducing all risks of individuals being identified by their surveys. The researcher
distributed an information sheet through email detailing directions that the survey was
for teachers who completed BTSA. Each school site had copies of surveys in the
staff lounge for teachers to voluntarily complete. To ensure participant anonymity,
completed surveys were returned in a large manila envelope. Reliability is increased
when participants are free to answer honestly without fear of identification.
Week two

The researcher sent an additional email to the entire staff at both schools
thanking all teachers who completed and returned the anonymous survey. In the
same email, teachers were also reminded to complete the BTSA survey. This second
email increased the response rate from 46% to 63%.
Week Three
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Data were collected and analyzed to determine teachers' perceptions of their
induction program. The researcher organized surveys to check for completeness and
calculated the final rate for returned surveys.
Analysis of Data

The completed surveys were examined using mixed methods of quantitative
and qualitative analysis. Craig Mertler and C.M. Charles (2008) defined quantitative
research as," ... research that explores traits and situations from which numerical data
are obtained" (p. 366). The responses from the multiple choice and Likert scale
questions were systematically and quantitatively organized in charts and graphs.
These quantitative data were then categorized by the different variables to formulate
the results on how teachers perceive their induction program.
Qualitative research is when researchers use detailed data obtained through
open-ended questions to observe interactions between variables in the natural setting
(Key, 1997). The open-ended questions were qualitatively assessed with a rubric
using a subjective approach to better understand reasons for the different perceptions
of the induction program. Additionally, analysis of the open-ended questions
provided a second source of data to enhance the validity of the results.
Limitations

The design ofthis study contained some limitations that may inhibit the
results. For example, the survey was given only to teachers in the XYZ Unified
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School District. The results from this study are only valid in this district because
support programs vary from district to district. Another limitation was the similar
demographics for the two schools used for this research. It is not possible to make a
valid conclusion on the effects of student population in regards to the induction
program since the entire sample has similar student demographics. Teachers should
be included from other schools within the same district that teach classes with a
student population that is different.
Conclusion

This study was designed to provide the most reliable and valid data possible in
determining which components of the BTSA program are perceived to be the most
effective. The development and the distribution of the survey were deliberately
implemented to effectively gather data while protecting the confidentiality of all
participants. The survey used in this study contained a wide range of questions to
provide participants an opportunity to fully express their opinions, while allowing the
data to be collected and analyzed effectively.
Chapter 4 introduces the findings from this study using mixed methods data
analyses. The results are displayed in tables and charts and summarized in terms of
the analyses. Participants' responses to the open-ended questions and Likert scale
items are also displayed in graphs and tables.
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Chapter Four

Results
The purpose of this study was to analyze the three main parts of the BTSA
program to determine which component was the most beneficial to help retain new
teachers while providing support. Data were collected in this study by using multiple
choice questions, a Lickert scale, and open ended questions. Multiple choice
questions were used to make a connection between how long teachers plan to teach
and their perception of the BTSA program. The Lickert scale questions were
specifically analyzed to address teachers' opinions to determine the effectiveness of
the three different components. Additionally, this scale was used to gather evidence
to address the support provided by BTSA, the school's principal, and how long the
teacher plans to stay in the profession. The open-ended questions provided
quantitative data through the following questions: What was the most beneficial
support feature of BTSA? What would you change about the BTSA program? Did
BTSA develop you into a more effective teacher?
All the data collected for this study was done with a descriptive survey
distributed to two different schools in the XYZ School District. All teachers who
completed this survey were credentialed teachers who have completed the BTSA
program. The response rate for the survey was, 24 of 38 (63%).
Findings
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The first question to be analyzed was asked in the Lickert format: Which
components of the BTSA program have been the most beneficial for your teaching
career? The study's participants were given directions to rank the following five
components on a scale of one to five, one representing the least effective and five
being the most effective. The components participants chose from were, workshops
(monthly BTSA meetings), written reflections (BTSA forms), teacher pmifolio,
mentoring from support provider, and observing other teachers in the classroom. The
teachers' responses to this question were totaled up and converted into numbers and
charts as displayed in Table 1.
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Table 1
Teachers 2009 Comparisons of the Different BTSA's Components

*Rank

1

2

3

4

5

Workshop

6

6

10

1

1

Written
reflection

1

12

8

1

1

Teacher
portfolio

15

5

4

0

2

Mentorin
gfrom
support
provider

2

1

2

16

7

Observing
other
teachers
in the
classroom

0

0

0

6

13

s

Note. 1 represents the least effective and 5 represents the most
effective
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Table 1 shows the results of how teachers ranked the different components of BTSA.
The data reveal the importance of mentoring and observing for newly hired teachers.
Figure 1 reveals the same data in a more visual method by using a bar graph.
Figure 1
Teachers 2009 Comparison ofBTSA Components
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The data were analyzed from Table 1 and Figure 1 by ordering the different
elements of BTSA based on how teachers ranked the value of each component. This
method allows the researcher to determine the most effective component of the BTSA
program according to the teachers who participated in this survey. The most
beneficial component for the teachers' career was the classroom observations,
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followed closely by mentoring. The third most popular component was the teacher
portfolio and then written reflections. Finally, the least effective component ofBTSA
was the monthly workshops.
Taking a closer look at these data, revealed a discrepancy on how the subjects
viewed the mento ring component based on the lowest ranking ( 1) and the highest
ranking (5) within this category. Twenty three teachers gave mentoring a high
ranking of(4) or (5) while three teachers had complete opposite feelings toward
mentoring and ranked it a (1) or a (2) on the scale. The other categories did not have
as significant differences within the same categories, most of the teachers had similar
impressions of the five different components measured in this question.
The second group of Lickert scale questions from the survey asked teachers to
rank the following statements from one to four, with one standing for strongly
disagree, two representing disagree, three was agree, and four was strongly agree.
The following questions were presented to the participants:
1. The BTSA program provided me with sufficient support and feedback.
2. Attending workshops/monthly meetings helped develop my teaching
skills.
3. It was important for my support provider to be working at the same school
site.
4. It was important for my support provider to be at the same grade level.

,.

-
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5. As a new teacher, my principal provided me with adequate support and
feedback to be successful.

Table 2
Teachers 2009 Comparisons ofTeachers' Agreements and Disagreements
Rank

1

2

3

4

BTSA

0

5

15

4

BTSA
Workshops

0

10

11

3

Important for
BTSA
support
provider to be
at same
school site
Important for
BTSA
support
provider to be
at the same
grade level
My principal
provided
support

0

3

4

17

0

7

8

9

1

3

10

10

Support

Note. 1= Strongly Disagree, 2= Disagree 3= Agree 4= Strongly Agree
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Table 2 displays the data from the Likert scale questions determining teachers'
opinions toward the importance of the different components ofBTSA.
Figure 2 displays the same data as in table 2 from the Likert scale questions using a
bar graph to show the data.

Figure 2
Teachers 2009 Comparisons ofTeachers' Disagreements and Agreements
BTSA Support

c BTSA Support
• BTSA Workshops
D BTSA Provider/Same
School
D

BTSA Provider/Same
Grade

• Principal Support

2
3
4
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The data in Table 2 and Figure 2 show the majority of teachers share the same
opinions toward the support of their principals and the BTSA program. Almost all
teachers agree with the statement that the BTSA program and their principal both
provided support when they were beginning teachers. Additionally Table 2 and
Figure 2 provide evidence teachers want BTSA providers at the same school site and
grade level.
Multiple Choice Questions

The survey included a section of multiple choice questions to help determine
teachers' statistical information that could be used to make connections with the other
survey questions. Twenty teachers said they were going to teach for more than 20
years, and the remaining four participants stated they plan on teaching 10-20 years.
Opened-ended Questions

The open-ended questions provide an opportunity for teachers to express their
deep feelings toward the different aspects of BTSA. They are able to explain their
answers using specific details and feedback. The first open-ended question asked,
what was the most beneficial component of your BTA program? Out of 24
completed surveys, 18 participants mentioned working with their support providers
and observing teachers as the most beneficial component. Some of the responses were
as follows:
•

"Observing my mentor teacher and having them observe me."

Induction and Retention 41

•

"The most beneficial component ofBTSA was being able to go visit other
schools and teachers to inquire about other programs with my mentor."

•

"Working with my support provider that was on site and in the same grade
level ... "

•

"Having my BTSA provider observe me then discussing best teaching
practices."
The next question in this section stated, what is one aspect of the BTSA

program that you would change? Participants had many detailed responses, 14 out of
the 24 responses felt there should be less paperwork involved with the BTSA
program. Some ofthe comments were as follows:
•

"The mindless paperwork was too repetitive and lost its meaning after the first
couple oftimes."

•

"Less paperwork. It doesn't make you a better teacher. I would much rather
focus on observations and self analysis with my BTSA provider."

•

"A lot of forms that I completed were busy work. I did a lot of it already
when I was student teaching. These forms did nothing to help my teaching."
The next question asked how the BTSA program has influenced your decision

to stay in the teaching profession. The majority, 20 participants stated BTSA did not
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in any way influence them to stay in the profession. Some of the teacher statements
were as follows:
•

"BTSA has not made me want to stay in the profession. It actually made it
more difficult at times. As a new teacher, you are overwhelmed by all the
other stuffthat comes along with teaching (paperwork, meetings, IEP's,
scheduling, parents, behaviors, etc.) and the BTSA program just added
additional work to this list."

•

"BTSA did not influence my decision to stay in the teaching profession. I
would have stayed as a teacher regardless."

•

"BTSA did not make me want to stay in the profession. I chose teaching
because I enjoy working with kids and making a difference."
The final opened ended question asked, has BTSA made you a more effective

teacher? The responses for this question was more mixed, however slightly more
teachers thought BTSA made them a better educator. Some of the teachers who
didn't agree the BTSA program made them better teachers made these comments:
•

"BTSA did not make me a better teacher. My grade level and principal was
what made me a more effective teacher."

•

"No, BTSA was not helpful for my teaching. My BTSA provider was at a
different school and taught a different grade level. Additionally, I felt as
though BTSA was all forms."

Induction and Retention 43

•

"No, working with other teachers and taking the Essential Elements of
Instruction was more beneficial for me than BTSA."
The opened ended questions provided detailed findings on teachers'

perceptions ofBTSA. The responses give additional support to participants' rankings
on the Likert scale questions.
Conclusion

The data revealed trends in the teachers' responses on the different types of
questions. First, the Likert scale questions revealed many teachers ranked the
mentoring component as the most beneficial element of BTSA. The open-ended
questions provided two important findings: teachers did not value the written
portfolio and placed a very high importance with having a BTSA support provider at
the same school site and at the same grade level.
Chapter 5 summarizes the findings and gives recommendations for BTSA
directors and school administrators.
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Chapter Five

Discussion and Recommendations

The purpose ofthis study was to determine how teachers perceived the three
main components of BTSA. Relevant literature clearly presented a compelling case
for the importance of a comprehensive induction program for newly hired teachers
(Olebe, 2001; Scherer, 2003). The methodology allowed the researcher to conduct a
valid study to determine the effectiveness of the three main elements ofBTSA. The
data revealed newly hired teachers valued the mentoring component ofBTSA.
Mentoring offered teachers an opportunity to analyze and improve upon their own
teaching by having meaningful discussions with their BTSA support provider.
The purpose of this chapter is to present the findings from a descriptive survey
using multiple types of questions to determine the most effective components of
BTSA that provides the best support for newly hired teacher. This chapter also offers
recommendations for improving teacher induction programs for BTSA directors and
school administrators. Lastly, this section supplies information about limitations with
this study that may affect the outcome.
Research from many different scholars recommended school districts develop
and implement comprehensive induction programs. These same researchers provide
evidence suggesting induction programs will increase teacher retention rates and at
the same time improve student performance by providing a systematic support system

.·
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to new teachers. School districts have implemented many different induction
programs, but many share common components ofBTSA analyzed in this study.
This study examined the different components ofthe BTSA program as
implemented in the XYZ School District. All parts of BTSA were examined to
develop an understanding of this support system in hopes to find ways to increase
teacher retention rates while improving teacher instruction. The first purpose of this
study was to observe common teacher perceptions on the three main components of
BTSA: workshops, portfolios, and mentoring. The second reason for this study was
to determine if the BTSA program influenced teachers to stay in the educational
profession for many years.
Findings

The results from this study demonstrate mentoring in the form of a support
provider was the most beneficial and was viewed as an essential component ofBTSA.
The other two main components, workshops and written portfolios, were viewed
significantly less important by participants in this study. Moreover, the results from
the survey clearly illustrate teachers found more benefits from having mentors who
taught the same grade level and was at the same school site. More specifically,
teachers enjoy the process of observing other teachers and being observed by their
own BTSA support provider.
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The results from the Likert scale questions (see Figure 1 and Table 1, Chapter
4) show the majority of teachers gave their highest rank to personal mentoring and
observing other teachers. Both of these support services from BTSA relates to
mentoring. The overwhelming positive feelings shown from the data proves
mentoring and observing are the most essential components ofBTSA. The openended questions also demonstrate teachers' strong support toward the mentoring
component. Their responses were all positive toward this component and not one
teacher suggested changing it when answering the question about what they would
change about the BTSA program. Moreover, teacher responses on the open-ended
questions regarding the most beneficial component of the BTSA program were
mostly about observing other teachers and working with their BTSA support
provider. Some of their statements were:
•

"The best part ofBTSA was observing other teachers and receiving feedback
from my own BTSA support provider."

•

"Working with my support provider taught me so much about effective
instruction. I am definitely a better teacher today because of this."

•

"My support provider had taught my grade level and was often in my
classroom helping and guiding my instruction."

Figure 1 and Table 1 also display another common trend on teacher perception
toward the written portfolio. However, the common views are negative towards this
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component. The data from the Likert scale questions confirms how the study's
teachers place little value on the teacher portfolio section. Out of the 24 teachers
completing the survey, 15 of them agree the written portfolio was the least important
part of the BTSA program. From this data it appears the portfolio assessment
component is more of a burden than a support system for beginning teachers. This
result also supports the research literature, several researchers (Cherunini, Swain and
Hartsough) indicate teachers often state a disconnect from the paperwork and student
achievement.
Overall, the data in Figure 1 and Figure 3 both reveal the importance of the
BTSA workshops. While teachers were not overly positive in the ranking of
workshops, the majority feel it is important and a necessity of the program. Fourteen
participants out of 24, indicate agree or strongly agree the BTSA workshops provide
meaningful support.
This study also provides data on how principals provide support to new
teachers. Based on Table 2 and Figure 2 almost all teachers feel a strong sense of
support from school administration. The literature states one reason why teachers
leave the profession is due to a lack of principal support (Scherer, 2003). The
teachers from this study will stay in the profession for many years as shown in their
responses to the multiple choice questions (see appendix A) because 22 out of the 24
students plan on teaching until they retire. According to all of this information and
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from what other research suggest, the teachers feel supported throughout BTSA
which indicates it is a successful induction program.
Recommendations
The recommendations below are based on the survey results and previous
research on teacher induction programs. The data from this study supports research
from the literature review which guides the researcher with the recommendations.
Recommendations for district policy makers:

1. This study proposes the writing elements of BTSA are not an important factor
for providing meaningful support to newly hired teachers. The study's
findings suggest to modify the amount of writing required for this program to
help alleviate the work load for new teachers. As a result, reducing the stress
level for teachers in the BTSA program. Districts can achieve this by having
BTSA coordinators review forms and omitting repetitive ones that are deemed
less essential to the implementation of the program. Additionally, BTSA
coordinators could revise forms by combining similar items. Lastly, program
directors should allow some of the paperwork to be used in meaningful
discussion rather than items BTSA participants are required to write-up and
tum into the program directors.
2. The BTSA program should continue to provide monthly workshops for new
teachers, but districts should consider offering more choices for different

- - '
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kinds of workshops for beginning teachers to attend. Currently, beginning
teachers do not get to choose the type of workshop they want to attend.
Districts should develop specific workshops on different instructional
practices and allow the newly hired teachers to attend the professional
development benefiting their specific grade level curriculum. Teachers will
value these workshops, increasing the relevancy, and resulting in greater
teacher satisfaction.
3. Districts should continue to focus on the mentoring part of the program.
Teachers want more time with their BTSA support provider to observe other
teachers and reflect on their own instruction. It is recommended districts
provide more release time for new teachers to observe in other classrooms and
work with their BTSA support providers.
Recommendations for school administrators:

1. The results of this study strongly suggest principals match new teachers with
support providers at the same school site that have experience teaching the
same grade level as the teacher they will mentor. This will allow the new
teachers to have easy access to their mentors so they can get regular feedback
and support. Also, having the support provider always available to the new
teacher supports BTSA's goals to provide strong teacher support and increase
the development of effective teaching practices. Lastly, having BTSA support
providers at the same school site will allow new teachers to develop
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meaningful relationships with their mentors resulting in more positive
outcomes from the BTSA program.
2. Based on the literature review and the finding from this small study, principals
must become more involved with their school's BTSA program. They should
support the new teachers and make sure they provide the resources and time to
complete the BTSA requirements. Principals who participate in BTSA and
develop relationships with the new teachers will help create a successful
induction program resulting in higher retention rates.
3. Literature reviews indicate principals need to coordinate with the BTSA
leaders to ensure the school's professional development trainings coordinate
with BTSA workshops. Principals should not require new teachers to repeat
the same professional development if it is the same as the BTSA workshops.
Additionally, principals should not have professional developments where the
instruction focus varies dramatically from BTSA practices. This would
overwhelm new teachers and decrease the value ofBTSA workshops.
Limitations

Several limitations affect this study's findings. First, surveys were distributed
to only two schools that have similar student demographics and test scores. This
narrows the sample population resulting in the possibility of increasing the chance for
similar results for both schools.
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Another limitation could be that only one school district was used for this
study. That means the participants from both schools were in the same BTSA
program. As a result, this data should not be used to generalize about other school
districts' induction programs since they may use a different beginning teacher support
system.
The survey also had another limitation because some of the veteran teachers
who are experienced and knowledgeable were not able to complete the survey. They
were not required to complete BTSA when they first became teachers. It would be
interesting to learn their viewpoints ofBTSA since they have so much experience
with education.
Conclusion

Since 1997 the common practice in California school districts has been to
provide newly hired teachers a comprehensive induction program. The research on
the BTSA model that is embraced today in California demonstrates effectiveness with
teacher retention and providing support to improve instruction. The BTSA program
has many different components, but the majority of teachers agree the mentoring
aspect is the most beneficial when it is implemented in the correct manner.
Beginning teachers need to be assigned to a mentor who has experience teaching the
same grade level and that works at the same school site. The other main components
of BTSA, written portfolio and workshops are viewed less favorable than mentoring.

Induction and Retention 52

These additional parts ofBTSA can even hinder positive outcomes of the induction
program because of the added busy work for a newly hired teacher.
The field of education is constantly evolving with the changing demographics
and political trends in this country. Current research needs to continue to study the
effects of teacher induction programs to ensure districts are spending their resources
and time wisely on newly hired teachers. Finally, school districts need to implement
the most effective induction programs, so they can hire and retain the most highly
qualified teachers to keep our education system competitive with the rest of the
world.
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Appendix A

Beginning Teacher Support and Assessment (BTSA) Program Evaluation Survey
Part I
Place an X next to your answer:

1. What is the highest level of education you have completed?
__ BA/BS degree
BA/BS + credential
BA/BS + cred.+30 units
BA/BS+ cred.+ masters
2. How many years have you taught full time, including the current year?
2
3
4
5 or more
- - -1

3. What percent of your students are second language learners?
None
Under 25%
25%-50%
Over 50%
4. Including the current school year, how many years have you (or did you)
participated in BTSA?
__ 1 __ 2
3
5. How many years do you plan to stay in the teaching profession?
_1-5 years __ 5-10 years __ 10- 20 years _more than 20 years
Part II
Directions: Rank the following items from 1-5:
1 designates the least effective and 5 represents the most effective.
6. Which components ofthe BTSA program have been the most beneficial for your
teaching career?
___workshops/monthly BTSA meetings
___ written reflections and goal settings (BTSA forms)
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___,gathering and organizing evidence for teacher portfolio
_ __.personal mentoring from support provider
___observing other teachers in the classroom

7. Why did you rank your number 5 as most effective?

8. Why did you rank your number 1 as least effective?

Part III
Directions: Use the scale below to answer the following questions. Circle your
answer.
1
2
3
4
Agree Strongly Agree
Strongly Disagree
Disagree

9. The BTSA program provided me with sufficient support and feedback.

2

1

3

4

10. Attending workshops/monthly meetings helped develop my teaching skills.

1

2

3

4

11. It was important for my support provider to be working at the same school site.

1 2

3

4

Induction and Retention 61

12. It was important for my support provider to be at the same grade level.
1

2

3

4

13. As a new teacher, my principal provided me with adequate support and feedback
to be successful.

1

2

3

4

Part IV
14. Describe the most beneficial component of your BTSA program.

15. If you could change one aspect ofthe BTSA program, what would it be? Please
be specific with your answer.

16. Please describe ways in which the BTSA program has influenced your decision to
stay in the teaching profession.

17. As you reflect on your BTSA experience, has it made you a more effective
teacher? Please describe.

