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Abstract

This study examines the support being delivered to new elementary teachers
by site administrators. Both beginning teachers and site administrators completed
surveys regarding current practices at the site level. The survey was developed using
current research on beginning teacher support. The study analyzed the responses to
determine differences and similarities in the perceptions of the administrators and
teachers. The results ofthis analysis produced an overview ofthe current practices in
two elementary school districts. From these discussions, the researchers developed a
checklist framework that may be used for site administrators to ensure that systematic
support to new teachers is being delivered.
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Chapter 1
lntroduction
Introduction To Study
Teaching is an old profession; however, it is changing and growing quickly.
Due to class size reduction and other factors there has been an increase in the amount
of new teachers coming into the teaching profession. This has had an effect on the
teaching profession as a whole. There are two different types of people entering the
profession, both groups with similar needs. First, there are recent college graduates
for whom teaching is a first career. In the second group, there are individuals who are
considered second career adults. These individuals are either entering the work force
for the first time after staying home or leaving another profession. Either way the
basic need is the same. New teachers need support!
We must realize the need to support beginning teachers is critica! to the
development ofbeginning teachers' success in the profession. The teaching
profession is one in which every individual brings their own personal touch; however,
everyone needs to know the basics before they begin. This starts with administrators
outlining duties and responsibilities so teachers have a clear idea of what is expected.
Credential programs prepare candidates with the basic knowledge of instructional
subjects. Yet, the logistics ofhow one is going to have prepared candidates needs to
be addressed by an administrator through orientations or meetings. Most teachers
leam how to plan lessons during their credential program. However, the critica! point
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is how are they going to deal with the daily demands ofthe profession. This may
include referrals for special resources for a child or it may be a need for additional
resources. Flexibility is critical. Nonetheless, it's a difficult concept to acquire during
the first years because teachers feel they need to know everything and do everything.

Statement of the Problem
It has been stated, "about half of the teaching workforce leaves the profession
within five to seven years ofpractice" (Davis, 1999). The profession has always been
one in which teachers learn as they go or "trial by fire". This is an area of concem
because quality individuals are leaving the profession due to the lack of support. J eff
Archer states in Education Week, "The teaching profession is notorious for
cannibalizing it' s young. Schools regularly give the toughest assignments to the
newest recruits. (Archer, 1999) Archer added, "They're not adequately prepared and
they're put into a situation completely unsupported" (Archer, 1999). The problem is
the gap between what research states new teachers need as support and what actually
takes place on the part of administrators.
Since there is not a framework in place on how administrators can support
beginning teachers the profession is left with gaps between teacher expectations and
administrator expectations. Mary E. Diez, Director of the Masters of the Arts in
Education at Alvemo College in Milwaukee states, "When we don't ease the way into
schools, it's a signal about how we people-including teachers, parents, and the kidsare valued." (Halford, 1998). Diez adds," students suffer the consequences of
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inadequate support for beginning teachers" (Halford, 1998). This gap could have
been lessened ifthere was a clear model of support from the beginning.
Administrators need to teach beginning teachers the essentials on how things are
done. Site administrators are seen as the ones who support or guide beginning
teachers during their first two years. Anthony Alvarado, Chancellor oflnstruction at
San Diego Unified School District, states "Teacher expertise has the greatest impact
on student leaming. The principal' s job is to create those teacher experts."
Even though the state of California has implemented the BTSA (Beginning
Teacher Support and Assessment) Program, the research indicates it is imperative for
site administrators to have an active role in supporting new teachers. "Research on
induction programs, including BTSA, has shown that there are several key tasks that
principals can do to enable beginning teacher success" (Leadership, 18). However,
the question left in the minds ofresearchers is: "Does educational research correlate
with what new teachers need and what administrators do?" This question leads one to
look at what is taking place at the actual school site by school administrators and
what kind of support beginning teachers receive from site administrators.

Rationale for Study
Several research studies and journals, have addressed the area ofbeginning
teacher support in regards to administration. These studies state how administrators
can support beginning teachers. However, this research means nothing if it conflicts
with what true site administrators and beginning teachers do on site. There is a need
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to translate research into good practices. Research states administrators need to
support beginning teachers. "Few aspects of school administration are more important
than nurturing and mentoring new teachers, and few endeavors have greater pay-off'
(Davis, 1999).
W e need a uniform frarnework on how administrators can support new
teachers. California has a great number of prospective teachers who are eager and
ready to inspire our youth. However, California often loses quality teachers because
the state doesn't have a model in place for administrative support ofbeginning
teachers. When researchers speak of new teacher' s support it is not about
implementing after- hour's theory classes. What is being suggested is an
administrative framework to support beginning teachers. An administrative
framework is one in which each site administrator can see how and what they can do
to support beginning teachers. The frarnework embodies all the aspects of teaching.
Since it is a frarnework it presents administrators with a clear understanding ofwhat
beginning teachers need. This provides beginning teachers a foundation on how to
successfully begin their teaching career. It also enables every beginning teacher and
site administrator a clear idea ofwhat is expected ofhim or her to accomplish his or
her goal. Once the frarnework is in place this will foster success for all parties
involved.
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Purpose ofthe Study
The purpose of this study is to develop and identify current practices in how
administrators can best support new teachers. Research states what administrators can
do to support new teacher. "Research on induction programs, including BTSA, has
shown that there are several key tasks that principals can do to enable beginning
teacher success" (Stansbury, 2001 ). The site administrator plays an important role in
getting new teachers on their way in the teaching profession.
Once the current practices have been identified, it is important to have a
:framework in place, which will eliminate any doubts or concems on the part ofhow
administrators can support beginning teachers. Whether it is with procedures, policies
or as an instructionalleader the site administrator is on the forefront for beginning
teacher success.

Limitations and Definitions
This study is limited to two school districts in the northem part of San Diego. The
schools in the survey are elementary schools. The sample size is small, however,
resulted in sorne significant fmdings. The administrators surveyed in this study are
site level administrators. Participation in this study was voluntary. The study will
also focus on new teachers. New teachers are defined as a teacher with less than two
years teaching experience. The goal is to develop a :framework, which can be used in
all school districts.
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Summary
This paper is divided into five chapters. Chapter 1 is an introduction to the
study. Chapter 2 includes the literature review. Here the areas of orientation are set.
Quotes and sources are listed to state other research, which has been done on this
topic. Methodology is established in Chapter 3. The selection of subjects and
instrument are described. Procedures for administering the surveys are also specífied
in Chapter 3. Chapter 4 díscloses findings from the surveys. Suggested components
for a good program on how administrators can support beginning teachers will also be
presented. Chapter 5 will include a summary, conclusion, and recornmendation for
future study.
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Chapter Two
Review of the Literature
This review includes research on the supply and quality of teachers. The
perceptions and expectations of new teachers and site administrators are also
addressed. In the following chapter, current induction models are outlined, as well as
current recommendations to administrators.

Supply ofNew Teachers
The supply of teachers is heading towards a shortage. Richard M. Ingersoll, a
sociologist at the University of Georgia in Athens, found that, " .. .in a typical year 6%
ofteachers leave the profession, and another 7.2% switch schools. Surveys ofthose
who left in recent years show 27% leaving to retire while 49% citedjob
dissatisfaction or the desire to pursue another career". There have also been earlier
estimates, which state 30% of new teachers quit within their first five years (Archer,
1999).
Mary Rollefson conducted research on the sources for new teachers in the
United States from 1987-1988 and 1990-1991. She found that fewer college
graduates were entering teaching. This has caused concem of possible teacher
shortages. The research found that between 1988 and 1991 the source for new hired
teachers were fewer re-entrants and relatively more first-time teachers (Rollefson and
Broughman, 1995).
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Quality ofNew Teachers
fu 1998, the Board ofDirectors for the Washington State fustitute for Public
Policy directed staff to study teacher quality. The fustitute examined three teacher
preparation and development programs covering the early stages ofteacher careers.
The three topics were pre-service teacher preparation, beginning teacher assistance,
and professional certification. The study found that reliance on statewide standards,
performance assessments, and clear accountability for assuring teacher quality varied
by the stage of teacher preparation and development. The study also concluded that
there were no consistent statewide standards for what teachers should know and be
able to do that addressed each stage of a teacher's career (Harding, McLain,
Anderson, 1999).
A 1978 study conducted by Iowa' s Legislative Extended Assistance Group
studied teacher quality. Their key findings suggested three recommendations. First,
teacher preparation programs should provide field experience that offer both breadth
and depth of experience. Second, graduates of Iowa teaching educational programs
should be proficient in a clearly defined set of skills or competencies. Last, teacher
preparation programs should conduct follow-up studies periodically to assess the
quality ofthe graduates and the effectiveness ofthe program (Sweeney, 1984).

Teacher Expectati ons
fu Amy De Paul's booklet, "What To Expect Your First Year ofTeaching",
she discusses what teachers may encounter in their first year. Issues which are
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addressed are the toughest challenges, what principals and administrators can do to
help, what college and universities should know in order to prepare pre-service
teachers for the real world of teaching, and whether preparation was sufficient
(DePaul, 1998).
Kelly McKerrow found in her study, "Support Then Solutions", that there is a
fundamental difference between what teachers need and what principals do in
supervisory situations. New teachers are not concerned with their ability to teach and
manage the classroom. Their concern is primarily about support and the need to feel
successful during their first day in the classroom (McKerrow, 1996).

Principals' Perspective
Elementary, middle, and high school principals' perspectives were examined
regarding first year teacher competencies. The survey data stated principals had
mixed feelings about new teacher competencies. They believe new teachers needed
improvement in the areas of discipline, diversity, technology, and curricular
integration. Principals perceived new teacher strength's as positive attitudes toward
students, colleagues and administrators, and the ability to work cooperatively (Truoy,
1998).
In Theodore Kowalski's article, "Factors That Principals Consider Most

lmportant In Selecting New Teachers", 87 principals in 4 suburban Midwestern
school districts stated their top priori.ti es are respect for students, honesty, ability to
work with peers, and good verbal communication. Depth of experience, involvement
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in extra curricular activities, community services commitment, and chronological age
were the least important selection factors (Kowalski, 1992).
Principals' perspectives vary often. In Wiley and Davis's study, "Principals'
Perception on the Effect of A Y ear Long Intemship On First Year Teaching
Performance" found that none of the principals thought that the intemship was the
specific reason an individual was hired. The personality of the individual was cited
by sorne of the principals as being more important than the type of preparation
program completed. Personality includes attitude, ability to teach, flexibility, and
maturity. However, the intemship was seen as an advantage only if all other
attributes of the candidate were equal. Being in the school for a full year as an intem
was seen as a strength (Davis/Wiley 1990).

Teachers' Perspective
In a 1994 Daresh and Hartley study, the purpose was to leam about the

perceptions held by aspiring teachers regarding the role, function, and responsibilities
of school principals. The obvious findings were pre-service teacher candidates are
naYve when it comes to their expectations and perceptions related to the role of school
principal. Their knowledge and understanding ofwhat building administrators are
supposed to do appear to be founded in their own observations as students enrolled in
elementary and secondary schools. As a result, the principal is perceived largely as
an authority figure who is mostly a distant, unfriendly character in charge ofbuilding
maintenance and student discipline. The limited view ofwhat principals are
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supposed to do was also seen when 4 candidates were asked, "What do you expect
principals to do to assist you during your first year?" Their response was, they
" ... hoped that principals would orient them to their schools, operating procedures,
and policies and then make certain that sufficient supplies and materials would be
provided"(Daresh and Hartley 1994).

Difference Between Principal and Teacher Expectations
Kelly McKerrow discovered a fundamental difference between what teachers
need and what principals do. In the study, 118 teachers and 95 administrators were
interviewed. The results show that administrators recommended action in
instructional processes twice as often as teachers did. However, teachers focused on
interpersonal relationships four times as often as the principals. Teachers felt it was
important for administrators to support them, make them feel successful, and provide
help or advice for personal problems. About half of the teachers recommend
interpersonal action, however, less than 15% ofrecommendations from
administration fell in this area. The real concem teachers had was not their ability to
teach but their ability to feel successful as they leam the profession. McKerrow ends
the article with this statement: "Transformative leadership is not the administrator' s
ability to change teachers but his!her ability to support teachers" (McKerrow, 1996).
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Induction Models and Programs
Supporting new teachers is an important goal for every school site. This
research study has chosen to conducta survey on the perspectives ofboth new
teachers and site administrators in the area of support for beginning teachers. The
surveys will analyze further the similarities and differences of these two groups in
their perception ofthe support offered to new teachers by site administrators.
Throughout the United States there are a number of induction models, which
have been designed to offer support to teachers who are beginning their careers in the
classroom.
As early as the 1960's, formalized teacher induction programs have been
designed and developed to assist novice teachers as they begin in their professional
careers. During the 1968-1969 school year, the New York City Board ofEducation
conducted a program of evaluation design with 252 master teachers assigned to 229
schools. Each master teacher worked with a maximum of nine new teachers. The
master teacher responsibilities include providing demonstration lessons, assisting
with cooperative planning, advising on implementation of currículum, guiding in
disciplinary procedures, and helping to establish classroom routines. Conclusions of
the study indicate that the program was successful and was recommended to be
continued (Fox and Others, 1969).
The California Commission on the Teaching Profession realized in the late
1980's that new teachers were not adequatelyprepared and were placed in situations
where they were not supported. The Commission is responsible for the California
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New Teacher Project, which in 1992 spawned the Beginning Teacher Support and
Assessment Program (Education Weekly, March 1999). As a permanent state
initiative in 1992, the Beginning Teacher Support and Assessment Program (BTSA)
provides new teachers with one-on-one mentoring and professional support in their
first two years of practice (Bloom, 1999). "As instructionalleaders and master
teacher, mentors can be a professionallifeline for their new colleagues" (Educational
Leadership, 1998).
The City University ofNew York initiated a program to demonstrate the use
of retired teachers to enhance the quality of teaching. The program indicated that
retired teachers, who were appropriately trained and selected, could provide helpful
mentoring to new teachers. This will reduce attrition and improve their teaching
performance through increased student understanding, enhanced technical skills, and
introduction into the social system ofthe school site. "Teachers, mentors, and school
administrators were enthusiastic about the program" (Gold, 1987).
A teacher intem model is used in the Kentucky Teacher lntemship Program
where a comprehensive supervision, assistance, and assessment education program is
provided for beginning teachers. The program establishes a formal system for
principals, resource teachers and teacher educators to assist, supervise and assess the
progress ofthe new teachers. A teacher who makes professional progress and meets
educational requirements is eligible to have their provisional teaching certificate
extended, however, a teacher whose skills are below an acceptable level continues the
intemship for a second year (Kentucky State Department ofEducation, 1990).

19

The Richardson Independent School District in Texas developed a new
teacher induction model that consists ofthree major components. The primary
features ofthe New Teacher lnduction Programare the following: a ''New Teacher
In-service Day'' which is designed for entry-level teachers; a weekly meeting with the
new teachers and the site administrator; and professional seminars throughout the
year focusing on issues relevant to beginning teacher needs (Hirsh & Brooks, 1986)
"Overall, the program appeared very successful in meeting its goal ofhelping
beginning teachers adjust to professional teaching in the school district" (Hirsh &
Brooks, 1986).
In a 1994 study analyzing the effectiveness of a mentoring program, 18
experienced teachers were released from teaching duties to serve as full-time mentors.
Each ofthe full-time mentors worked with 1Onew teachers in a large urban school
district. The results of the surveys and interviews used in this study indicate that
almost all teachers who worked with mentors acknowledged gaining sorne benefit
from the experience. Also, mentored teachers tended to seek out help from more
people, more o:ften, and for more needs than did non-mentored teachers. The most
o:ften stated need of new teachers was for assistance in gaining knowledge of district
and site policies and procedures, as well as, the need for resources, a clear definition
of expectations ofthem and more feedback on their performance (Freiberg & Others,
1994).
The New Teacher and Teacher Aide Project was designed to help new
secondary teachers of an inner-city school system. The Project was a joint venture of
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the Faculty of Educational Studies, State University ofNew York at Buffalo and the
Buffalo Public Schools. There are four main components of the program and they are
the following: a pre-service orientation; small group meetings to deal with teachers'
concems; a crisis service; and topical workshops and meetings, which dealt with the
issues ofmost importance to the new teachers (Foster, 1982).
The Wilmington High School in Illinois created a New Teacher Induction
Program that is intended to increase job satisfaction and help new teachers avoid
mistakes. The program gives responsibility to alllevels within the district from the
school board to the superintendent to the curriculum coordinator to the principal and
fmally to coach-mentors. Activities ofthe program include an orientation workshop,
in-service seminars, observations by the principal, and suggested readings (Locke,
1987).
According to a 1988 survey of 256 small or rural schools in four Southem
California counties, the needs ofbeginning teacher from rural and small schools
differ significantly from those of teachers who begin their careers in urban and
suburban districts. These small and rural school districts are providing the following
support services: mentor teachers as support providers, school paid travel to
professional meetings, and meetings with other staff members to facilitate adjustment
(Lemke, 1989).
A peer reflection group is a different approach to the mentor relationship.
Five beginning elementary teachers met weekly with a mentor to support one another,
discuss experiences, view each other' s videotaped lessons, and to develop as
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reflective practitioners. Feedback from the participants was strongly positive. "This
model is proposed as a way to accelerate the learning curve of new teachers and
increase their longevity in the profession" (Kratzer, 1995).

Reconunendations to Site Administrators
Administrators' Roles:
In a 1998 article from Educational Leadership, Bloom and Davis cite that an

estimated 225,000 new teachers will be needed in California over the next ten years.
At this time, approximately 22% of the classroom teachers are working outside their
credentialed areas of instruction. Also, within five to seven years in the classroom,
about half of the new teachers leave the profession. Bloom and Davis urge
administrators at the site level to " ... ensure that new teachers are successful in
meeting the needs oftheir students and that those who are competent remain in the
profession" (Bloom & Davis, 1998). The following suggestions for site administrators
are the result ofwork done by the New Teacher Center at the University of
California, Santa Cruz: 1) Remember what being a new teacher is all about; 2) Build
assignments with new teachers in mind; 3) Provide new teachers with currículum
guidance and support; 4) Provide new teachers with systematic orientation; 5) Build a
school culture that is collegial; 6) Support ongoing professional growth for new
teachers; 7) Be clear about your expectations and perceptions; and 8) Support your
local BTSA (Beginning Teacher Support and Assessment) program (Bloom & Davis,
1998).
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In Connecticut, there are two programs that have been designed to support
new teachers, the Beginning Educator Support and Training Program (BEST) and the
Cooperating Teacher Program (CT). Both ofthese programs focus on a collaborative
leadership approach whereby there is a working partnership among the principals,
mentor teachers, and a state assessment team to evaluate and support novice teachers.
"Findings indicate that little collaborative supervision occurred, due to an imbalance
ofpower and impaired communication .... However, teachers felt supported by
principals, and principals demonstrated effective instructionalleadership" (Caruso,
1990).
According to the Department ofEducation, a principal's role is to bring forth
the best in each teacher through their own commitment to education. Administrators
should put new teachers in assignments where they are likely to experience early
success and encourage new teachers to seek advice from their colleagues (Smith,
1980).
Principal and assistant principal roles can be differentiated at the site level.
The principal is responsible for cohesion of the school-based support, awareness of
the expertise of staff, induction to the new site, being sensitive to the needs of the new
teacher when making class assignments, discussions on the direction and philosophy
of the site as well as emotional support and encouragement. The assistant principal
may often have the primary role in assisting and supporting new teachers by
maintaining direct contact, lending support and problem solving, being available and
approachable, acting as a buffer zone for the new teachers, adding perspective to a
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problem, and nurturing while being supportive. In both the principal and assistant
principal roles, the relationship with teachers as the evaluator may present a dilemma
(Cole, 1993).
Beginning teachers and principals are in agreement on the nature of no vice
teachers' problems, the importance of mentors and the value of a preliminary
orientation. New teachers identify two concems that may be overlooked by
administrators. First, the importance ofthe role ofthe principal in the induction
process and second, the new teachers need for support throughout the entire school
year. New teachers view the principal as a "key source" of support and guidance as
well as the individual charged with setting the expectations for teaching and learning
(Brock & Grady, 1998).
A strong site administrator strives to foresee and ward offthreats to the
beginning teacher's success by showing sensitivity in teaching assignments and
schedules. Another way that principals can encourage the success of their new
teachers is by using a formative evaluation procedure. This ensures that the new
teacher feels the positive recognition the principal is giving for effective practices and
building trust. Beginning teachers do indeed need additional nurturing and support
but the long term rewards ofthis investment oftime and energy come as the new
teacher develops into a valued and contributing member ofthe school community
(Weasmer & Woods, 2000).
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Resource Guides:
Vickie Gill has developed the "Ten Commandments ofGood Teaching" to
help guide new teachers to follow their basic instincts about what to do in their own
classrooms. The Ten Commandments are as follows:
1) Thou shalt have a calling to teach.
2) Thou shalt demonstrate the joy oflearníng.
3) Thou shalt keep your eyes on the prize.

4) Thou shalt be organized and accountable.
5) Thou shalt ask and ye may receive.
6) Thou shalt be fair and prepared.
7) Thou shalt use sorne common sense.
8) Thou shalt be open-minded and flexible.
9) Thou shalt not work in fear.
1O) Thou shalt raise your expectations.
These suggestions are designed to help teachers remember why they became teachers
in the first place, to evaluate students as individuals, to ask for help, to keep an open
mind, and to use common sense (Gill, 1998).
The Office ofEducational Research and Improvement in Washington, D.C.
has developed a "Survival Guide for New Teachers". This guide suggests that
principals spend time with new teachers, be available for individual conferences with
new teachers, support a mentor program and professional development, avoid giving
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difficult assignments to first year teachers, provide supplies and an orientation, assist
with discipline and help with difficult parents. For the new teacher, this guide gives
the following suggestions: take advantage of professional development, team with a
mentor, encourage principal visits and observations in your classroom, and request
time with the principal to discuss any relevant issues or concems.
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Chapter Three
Methodology

The procedures employed in conducting this study are presented in detail in
this chapter. These procedural steps were followed: (1) review ofthe relevant
literature to identify current practices among new teachers and site administrators; (2)
the development of an instrument to collect information on the perceptions of new
teachers and site administrators related to the current practices; (3) the selection ofthe
sample; (4) the administration ofthe survey; (5) the tabulation and treatment ofthe
data; and (6) the implications for creating a framework for site administrator support
of new teachers in public schools.

Literature Review
A review of the relevant literature available is found in Chapter Two. This
includes research and data on current practices, as well as other models currently in
place.

Development of Instrument
Both the Beginning Teacher survey (Appendix B) and the Site Administrator
survey (Appendix C) were developed as original to this study. Each survey consists
of 15 questions to be responded to using a 5-point Likert scale. Each question was

27

chosen using the most current findings ofbest practices for site administrators in
supporting new teachers. Please see detailed information on this in Chapter Two: The
Literature Review.
Each item is presented as a statement and the respondent is to indicate their
level of disagreement or agreement based on the current practices at their school site.
Statements range from specific to the broad satisfaction of the respondents with the
current support offered to the new teachers by their site administrators. Space for
additional comments is available to respondents as well as responding to the 15 items
of the survey.

Selection of Sample
Subjects for this study consist oftwo groups: new teachers and site
administrators. The new teacher status is defined in this paper as a teacher who is in
either their first or second year ofteaching. A site administrator is primarily the
principal of the school site or in few cases the assistant principal. These
administrators are on campus and not district level administration.
A consortium consisting of five separate districts is involved with the
Beginning Teacher Support and Assessment Program (BTSA) designed and
supported by the state of California. This program is designed to support and assess
new teachers through Support Providers who are experienced teachers, usually at the
same site. The study is accessing these new teachers through their district BTSA
coordinator for the consortium. Two of the five districts that are a part of this
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consortium participated in this study. Both of these districts are located in the North
County of San Diego, California. The districts range from 40-60 miles north ofthe
U.S. and Mexico border. Both ofthe districts are in coastal communities adjacent to
the Pacific Ocean.
District A is an elementary school district, serving Kindergarten through Sixth
Grade. There are five elementary schools in this district. Because the local property
taxes already exceed the state's educational funding formula, this is nota revenue
limit district. Rather it is a "Basic Aid" district, based on the state educational funding
formula. A "Basic Aid" district does not receive revenue limit funding in addition to
that raised by the local property taxes. Interesting to note is that this school year there
are three new Principals in place. Two of these Principals are at existing sites and one
is ata new school that has just opened for the academic year 2000-2001.
District B is an elementary district with nine schools, serving Kindergarten
through Sixth Grade. It is located in an area with a high concentration of flower
growing fields and greenhouses, which employ many workers whose first language is
one other than English. Three schools in the district experience the greatest impact of
these students. The percentage of English Language Learners in this district is 17%.
The total student population for this district is 5,585, with 749 ofthose being English
Language Learners. The student population is 80% Anglo, 15% Latino, 3% Asían and
3% Other. All nine schools have been recognized as California Distinguished
Schools and one is a National Blue Ribbon School.
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Administration of Survey
Beginning teacher subjects were administered surveys through their local
consortium BTSA coordinator. All subjects received a cover letter (Appendix A),
which outlined their participation as voluntary and anonymous. Any subject who was
not interested in participating was free to choose thus. Each participant was
instructed to return the completed survey via the school mail system directly to the
researchers.
The site administrators were each mailed a survey with a similar cover letter
(Appendix A) describing their participation as voluntary and anonymous. They were
provided with a stamped and addressed envelope in which to return the completed
survey directly to the researchers.

Tabulation of Data
Chapter Four discusses the findings ofthe survey in the form oftables
comparing the two groups: new teachers and site administrators. There is also a
narrative explanation for each of the significant findings. The researchers received
thirteen responses from new teachers and thirteen completed surveys from the
administrators.
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Creation of a Framework
Chapter Five outlines the recommendations these researchers found to
develop a framework for the successful support of new teachers by their site level
administrators. This framework is designed for use in a public school setting.
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Chapter Four
Findings

The intent ofthis study was to evaluate the perceptions ofbeginning teachers
and their administrators on the support provided to the new teachers by the site
administrator.
The procedure was to question site administrators and new teachers on the current
support provided by the site level administrator in a fifteen-statement survey
instrument. Responses were marked on a Likert scale ranging from "Strongly
Disagree" to "Strongly Agree". Each statement quoted was adjusted for either the
administrator or teacher perspective. All responses were tabulated and the frequency
of each response was calculated. Data from each ofthe groups, new teachers and site
administrators, were compared for each question. The researchers then analyzed the
responses for similarities and differences.
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Tables
The table for Statement 1 indicated the responses to the statement: "My site
administrator visits my classroom on a regular basis." As indicated in the table, the
site administrators responded with more agreement to the statement than did the new
teachers. Of the administrators, 100% indicated that they either "Agree" or "Strongly
Agree" that classroom visits are made on a regular basis. However, 21% ofthe new
teachers responded with disagreement with the regularity of classroom visit.

Statement 1 : M y site admlnlstrator vlslts m y classroom on a regular basis.
100

90

80

70

~
~
~

60

~

o

~

ti.
o

...

50

40

30

20

10

o
Strongly Disagree

Disagree

No Opinion

Agree

Strongly Agree

33

Statement 2 indicates "My site administrator follows up verbally or in written
form after a classroom visit." The responses for this statement show the consistency
between the two groups. Both groups indicate positive responses to this statement.

Statement 2 : M y site admlnistrator follows up verbally or in written form after a classroom visit.
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"My site administrator is available to answer questions" is the third statement
to which participants were asked to respond. Over 80% of the site administrators
responded with "Strongly Agree" to their availability to the new teachers. While 93%
of the new teachers also agree, there are 7% of the new teachers who disagree.

Statement 3: M y site admlnlstrator is avallable to answer questlons.
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Statement 4 reads "My site administrator reviews the attendance and policies
and procedures with me." Ofthe teachers who responded, 50% stated that they have
"No Opinion". This is a significant number ofnew teachers who state they have no
opinion on an important school procedure. Meanwhile, over 50% ofthe
administrators indicate that they do review these policies and procedures.
Statement 4: M y sita administrator reviews the attendance policies and procadures with me.
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The responses to statement 5, "My site administrator reviews the school
discipline policy with me." Fifty-seven percent ofthe teachers indicated in
disagreement or held no opinion. This conflicts with the 84% of administrators who
respond in agreement to reviewing the school discipline policies.

Statement 5: M y site administrator reviews the school discipline policy with me .
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The referral process for special services (e.g. Speech, RSP, SST, etc.) is
addressed in statement 6. "My site administrator reviews the procedures for referring
a student for services (e.g. Speech, RSP, SST, etc.)." Administrators were in high
agreement at 93% with the statement ofreviewing procedures with teachers. Teacher
responses were fairly evenly distributed. Administrative participants stated on two
occasions that this was either delegated or completed by a staff member other than the
respondent.

Statement 6 : M y site administrator reviews the procedures for referring a student for services (e .g.
Speech, RSP, ST, etc .).
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Statement 7 states, "My site administrator makes my teaching objectives clear
to me by reviewing the State Standards corresponding to my content areas." Teachers
and administrators were in agreement for the most part. However, 28% ofteachers
had no opinion or strongly disagreed with this statement, while only 8% of
administrators disagreed. One of the administrator respondents indicated that the
"district does".

Statement 7 : M y site administrator makes m y teaching objectives clear tome by reviewing the State
Standards corresponding to my content areas.
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Administrator' s willingness to discuss content standards is addressed in
statement 8. "My site administrator offers to discuss my content standards for
clarity." 71% ofteachers and 77% of administrators were in agreement. The
disagreement levels are 14% for teachers and 15% administrators. This
correspondence of levels may indicate the participants are employed at the same
school site.

Statement 8: M y site administrator offers to discuss my content standards clarity .
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The statement listed as the ninth statement on the survey states "My site
administrator ensures that I have all Teachers' Guides for my content areas."
Administrators are in agreement with this statement 100%, with the majority
indicating that they strongly agree with the statement. However, 28% ofthe teachers
responded with disagreement while an additional 7% held no opinion.

Statement 9: My s i te adm l nistrator ensures that 1 have alt Teachers' Gu ldes for my content areas .
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District adopted curriculum materials are the basis for the tenth statement on
the survey. New teachers and administrators were asked to respond to the following
statement: "My site administrator ensures that I have the district adopted curriculum
materials to teach my content areas." Again, 100% ofthe administrators responded in
agreement with this statement. A majority of77% indicated they "Strongly Agree".
Administrators are very confident about making certain new teachers have the
materials adopted by the district to teach the content areas. However, new teachers at
these same sites are in disagreement by 14% and 29% held no opinion.

Statement 10: M y site administrator ensures that 1 have the district adopted curriculum materials to
teach my canten! are as .
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The issue of assessments was addressed in statement eleven of the survey. The
statement reads: "My site administrator provides me with explanations regarding
assessments." Only 8% of site administrators disagree while 92% are in agreement.
The teacher responses were fairly evenly distributed with "No Opinion" holding the
highest rating of 29%. One administrator indicated that the "staff does'' the
explanations regarding assessments.

Statement 11 : M y site adm l n lstrator prov ldes me w l th exp lanations regard lng assessments .
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The data for statement 12 indicates the responses to the statement "My site
administrator review with me practica! information regarding report cards." Both
new teachers and site administrators indicated "Agree" at approximately 40%. In
disagreement, the teachers rated at 14% while the administrators were 15% in
disagreement. Both of these figures are very elose in number. Almost 113 of the
beginning teachers held "No Opinion".

Statement 1Z; My s ite admin istratorrevl ews w i th me practica! l nformatlon regard l ng report cards .
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Information regarding district resources was addressed in statement 13. "My
site administrator provides me with information regarding district resources."
Teachers are quite evenly distributed in their responses regarding resources. Eightyfour percent of administrator' s are also in agreement with the abo ve statement. One
administrator did indicate the district covers this orientation piece.

Statement 13 : M y s ite adm i nistrator prov ldes me with lnformation regard i ng d lstr lct resources .
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Statement 14 states, "1 can seek help from and ask questions of my site
administrator without feeling it will reflect negatively on me." There is overall strong
agreement between administrators and teachers regarding open communication with
their administrators. A 14% minority indicates disagreement with the statement.
However, there are no "Strongly Disagree" or ''No Opinion" responses to this
statement.

Statement 14: 1 can seek help from andas k questions of m y s lte administrator without feeling lt will
reflect negatively on me .
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The final statement reads, "I feel I am receiving adequate support from my
site administrator during my first year(s)." Teacher responses were 21% "Strongly
Disagree" or "No Opinion" regarding receiving adequate support. However,
administrators stated they are very confident with the support they are providing to
their new teachers with 100% in full agreement.

Statement 15 : 1 feel l am receivl ng adequate support from my s ite adm ln lstrator during my f i rst year(s) .
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Summary of the Findings
Presented in this chapter are the findings of this investigation. A narrative
summary follows.

Classroom Visits (Statements 1 and 2)
The data from this study show there is sorne gap between the perceptions of
new teachers and administrators with respect to the regularity of classroom visits.
The teachers did not feel as strongly that the visits were regular. However, the
follow-up either verbally or in writing was seen as regular from both groups of
participants. This suggests that administrators need to continue with the follow-up
after visits but need to increase regularity of classroom visits.

Administrator Availability (Statement 3)
As the, "Survival Guide For New Teachers" suggests, principals need to be
available for individual conferences. As indicated by responses to statement 3,
teachers feel this is being done, however, there is still sorne disagreement. This is an
area for further improvement.

Policies and Procedures (Statements 4, 5, and 6)
Overall, the data from this study show a gap between the perceptions of
teachers and administrators with respect to the policies and procedures for the site.
Generally, the administrators indicated that they review these policies and procedures
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with new staffmembers; however, the majority ofteacher responses indicated a lack
ofknowledge ofthese important school issues. The administrator should uniformly
review policies and procedures for attendance, discipline, and referral to special
services with the new teachers at the beginning of the school year with additional
review throughout the year.

Standards (Statements 7 and 8)
Both the State Standards and the Content Standards are being well covered in
the opinions ofboth the new teachers and the site administrators. This is shown by
the close correspondence ofresponses to Statements 7 and 8. These are important
pieces in the induction process as they give clear indication ofthe expectations for
student leaming. This needs to continue.

Materials (Statements 9 and 10)
There is a discrepancy between administrators' perspectives and teachers'
perspectives in the area of materials. Based on the responses, administrators feel that
they are equipping their teachers with adequate materials but the teacher responses
indicate an inadequate support for materials. Therefore, there needs to be an
evaluation piece in place to ensure that this discrepancy does not continue. This can
take the form of a check-off list or sign up sheet among other methods. It is
imperative that teachers have the materials they are expected to teach.
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Assessment (Statements 11 and 12)
With respect to assessment, administrators seem to be confident that they are
addressing these needs with their new teachers. However, the even distribution of
teacher responses indicates that there are a number ofbeginning teachers that do not
feel supported in this area. To improve in this area, administrators need to provide
teachers time to review assessment concems. In regard to report cards, the
perspectives of the two groups were closely matched in agreement as well as
disagreement. This indicates that sorne sites are doing a goodjob ofreviewing report
cards information but this good practice is not consistent and needs to be
implemented at all sites.

District Resources (Statement 13)
The responses from both the new teachers and the administrators indicate a
fairly even distribution from "Strongly Disagree" to "Strongly Agree". The
administrators and teachers are in relative agreement with regard to the information
given about district resources that are available. Because these resources can be so
very useful to a new teacher in the district, it is important to ensure that they are
reviewed regularly and clearly.

Administrator Support (Statements 14 and 15)
The open communication between novice teachers and site administrators
seems to be well in place for the majority of school sites. However, there were 14%
ofthe new teachers who do not feel there is open communication at their school site.
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Whereas, administrators unanimously stated that there is open communication.
Administrators being aware of all new teachers individual needs and personalities can
close this gap. Administrators may feel they are approachable, however, they need to
be the ones who approach the new teachers about any concems or issues.
The good news is the majority ofnew teachers and administrators feel the
overall site level support is adequate. Y et, 21% of new teachers did not indicate
agreement on this issue. This brings up concems for the researchers that all teachers
are not being reached. It is this 21%, which administrators must strive to support.
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Chapter Five
Conclusion

Conclusions
In summary, the research has supported our idea that administrators need to be
involved in supporting new teachers. Overall, administrators and teachers report
satisfaction with the support being provided. Y et, when questioned on specific needs,
there are gaps between teachers and administrators' responses. The gaps between
administrators' and teachers' responses are significant because the administrators and
teachers surveyed are at the same school sites. One would be lead to think this
inconsistency shows that a framework or checklist is not in place.
This study also shows how sorne beginning teachers needs are not being met.
Therefore, a checklist is recommended for administrators to make sure they have
addressed the above-mentioned needs. The checklist will serve as an accountability
form for administrators to ensure they have met the needs of each teacher. We can no
longer afford to lose great teachers during the first few years as a result of lacking
administrative support.
As a result ofthe data collected for this study, a framework has been devised
to serve as a checklist for site administrators to use with beginning teachers. The
framework appears following this discussion of its use in the form of a checklist. This
framework may be housed in the new teachers' personnel files or teachers' portfolios
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dependent on the system employed by the district. The items listed for review with
new teachers may be delegated to other staff members while the site administrator
still holds the accountability for these issues to be covered. In the space for site staff,
the BTSA Support Provider or other staff members could sign this so long as the site
administrator ensures that all items are covered. The teacher space is intended for the
teacher to initial.
Many of the concems listed in the following framework may be covered more
efficiently in a small group setting with opportunities for individual follow-up or
questioning as needed. Sorne site administrators may find the orientation or induction
meetings for new teachers at their sites to be an efficient forum for discussion ofthese
items. Another forum for discussing these items with in a group might be a staff,
grade level or department meeting attended and led by the site administrator. It is
always suggested to allow time and opportunity for individual follow up for new
teachers with the site administrator.
This framework is offered as a guide to general items needing attention at all
school sites as found in this study. However, it is recommended by the researchers
that individual districts and sites adapt the framework with additional information
specific to the school sites or districts. For example, under district resources, a
district may want to include what specific resources are available in their district such
as a Video Library, an Instructional Media Center, a District Translator, etc. In this
way, the framework will become tailored to meet the specific needs at the site level.
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Framework for Administrator Support of Beginning Teachers
l. Availability (Office Hours):
Days
II. Review attendance policies
and procedures

Times

Teacher

III. Review school discipline policy.

--

Teacher

IV. Review procedures to refer
students for services.

-

Date

Site Staff

Date

Site Staff

Date

-

Teacher

V. Review State Standards for
content areas.

Site Staff

--

Teacher

VI. Review content standards.

- -

VII. Distribute all T eachers' Guides.

Date

--

--

-

Teacher

IX. Explain assessments.

Teacher

Teacher

XI. Review district resources.

- -

Teacher

Site Staff

Site Staff

--

-

Date

-Date

Site Staff

Date

Site Staff

Date

Site Staff

XII. Classroom Visits:
Follow-Up:

Verbal

Written

Follow-Up:

Verbal

Written

Date

Date

Date

Site Staff

--

X. Review practica! information
regarding report cards.

--

Teacher

Teacher

VIII. Ensure receipt of all
district adopted materials.

Site Staff

- -

Date
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Limitations of Study
It is important to note that this study was limited to the North County of San

Diego located in Southem California, a primarily urban area. The schools
participating in the study are elementary sites serving Kindergarten through Sixth
Grade.
Due to the nature of a survey tool, all responses were subjective. In the
administrators' survey, participants were essentially giving self-evaluations and the
new teachers were reporting on their own perceptions. Objective measures were not
used in this study to supplement the survey tool.
With regard to the sample population, all new teacher participants meeting the
two-year criteria for beginning teacher were given the opportunity to participate. The
two-year criterion is defined as less than two years ofteaching experience. All site
administrators in the participating districts were also invited to participate. Because
the surveys were anonymous, no teachers or administrators were contacted if
responses were not received. Researchers took all responses offered from the
participants.

Further Study
For a further sense ofthe concems regarding beginning teacher support, it is
recommended that this study be extended in several areas. Firstly, the study might
include the middle schools and high schools in these same areas. Incorporating
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secondary school districts might account for any variance or similarities among new
teachers needs across the grade levels. Secondly, the study might be extended to the
whole of San Diego County and later to the entire state of California. Broadening the
sample population allows the inclusion of rural, suburban, and inner city sites as well
as those found in the population used.
The selection of participants could be done randomly. Participants who have
not responded might be contacted and encouraged todo so. Because the current
study accepted all responses offered, this might lead to a bias of receiving responses
from the character of the participant who is eager to respond.
To gain further information, surveys could be followed up with a personal
interview incorporating guiding questions. Such follow-up would allow researchers to
question respondents for further clarification, as well as allow participants to expand
on their experiences. Objective measures could also be considered through site visits
and review of school site records. Such records may include staff meeting agendas,
orientation meetings, and staff development materials to determine in what manner
beginning teacher needs are addressed at the site.
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Appendix A

California State University San Marcos

March2001

Dear Survey Participants,

This study is being conducted as research for our Masters Thesis in
Administration at the California State University San Marcos. We feel that this is an
important topic in education and would like to receive your input on the support
provided to new teachers by site administrators.
Each district has been contacted and has given approval for this survey to be
administered to its employees. We would like to take this opportunity to thank you
for completing our survey. W e appreciate your time and responses regarding this
issue in education and hope that our research will help administrators and new
teachers in the future.
Each survey has a letter at the top to identify which district has returned the
survey. The survey is anonymous and will not list your name. All responses are
voluntary and failure to respond will not result in penalties. Thank you again for
your time and responses.

Sincerely,
Linda Sanchez &
Tanya M. Alden
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Appendix B
Beginning Teacher Survey
Please circle your responses below:
1 Strongly Disagree
2 Disagree 3 No Opinion

4Agree

5 Strongly Agree

l. M y site administrator visits my classroom on a regular basis.

1 2 3 4 5

2. My site administrator follows up verbally or in written form
a:fter a classroom visit.

1 2 3 4 5

3. My site administrator is available to answer questions.

1 2 3 4 5

4. My site administrator reviews the attendance policies and
procedures with me.

1 2 3 4 5

5. M y site administrator reviews the school discipline policy with
me.

1 2 3 4 5

6. M y site administrator reviews the procedures for referring a
student for services (e.g. Speech, RSP, SST, etc.)

1 2 3 4 5

7. My site administrator makes my teaching objectives clear to
me by reviewing the State Standards corresponding to my
content areas.

1 2 3 4 5

8. M y site administrator offers to discuss my content standards
for clarity.

1 2 3 4 5

9. My site administrator ensures that 1 have all Teachers' Guides
for my content areas.

1 2 3 4 5

10. My site administrator ensures that 1 have the district adopted
curriculum materials to teach my content areas.

1 2 3 4 5

11. M y site administrator provides me with explanations regarding
assessments.

1 2 3 4 5

12. My site administrator reviews with me practica! information
regarding report cards.

1 2 3 4 5

13. M y site administrator provides me with information regarding
district resources.

1 2 3 4 5

14. 1 can seek help from and ask questions of m y site administrator
without feeling it will reflect negatively on me.

1 2 3 4 5

15. 1 fee1 1 am receiving adequate support from my site
administrator during my first year(s).

1 2 3 4 5

Additional Remarks (Please continue on reverse side, ifneeded.):
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Appendix C
Administrator Survey
Please circle your responses below:
1 Strongly Disagree
2 Disagree 3 No Opinion

4 Agree

5 Strongly Agree

l. 1 visit new teachers' classrooms on a regular basis.

1 2 3 4 5

2. 1 follow up verbally or in written form after a classroom visit.

1 2 3 4 5

3. 1 am available to answer questions from new teachers.

1 2 3 4 5

4. 1 review attendance policies and procedures with new teachers.

1 2 3 4 5

5. 1 review the school discipline policy with new teachers.

1 2 3 4 5

6. 1 review procedures on how to refer students for services (e.g.
Speech, RSP, SST, etc.).

1 2 3 4 5

7. 1 make new teachers' teaching objectives clear to them by
reviewing the State Standards corresponding to their content
areas.

1 2 3 4 5

8. 1 offer to discuss new teachers' content standards for clarity.

1 2 3 4 5

9. 1 ensure that new teachers have Teachers' Guides for their
content areas.

1 2 3 4 5

10. 1 ensure new teachers have the district adopted curriculum
materials to teach their content areas.

1 2 3 4 5

11. 1 provide new teachers with exp1anations regarding
assessments.

1 2 3 4 5

12. 1 review practica! information with new teachers regarding
report cards.

1 2 3 4 5

13. 1 provide new teachers with information about district
resources.

1 2 3 4 5

14. My new teachers feel they can seek help from or ask questions
of me without feeling it will reflect negatively on them.

1 2 3 4 5

15. 1 fee1 1 give my new teachers adequate support during their first
year(s).

1 2 3 4 5

Additional Remarks (Please continue on reverse side, ifneeded.):
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